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INTRODUCTION
I —_—

t -

Government interest in undertaking an extended evaluation of the

» o
- -

policies.,of private employers with regarh to the disaRied is long overdue.

. ! ) s Neqs .
While a number of .programs have been initiated to facilitate the active

.partiéipation of handicapped individuals in. the labor force, these .

‘e : : .
efforts have been generally small in scale and have sought to correct

§pecific, pre-deterﬁined barriers to tﬂg employment of the handicapped.

.

A
‘None have emerged as a policy solution identified*as a result of
a . .
extended research,on the topic. For example, there has*been little\
-~ .
empirical analysis of the relative productivity of the disabled since

¢

the qassive Department of Labor studies in 194,8.1 Similarly, few

research efforts have been mounted that address the prevailing attitudes¢’

o -

of employers toward hiring the disabled; the disincentives to hiring the
<, -

* r

hanaicapped found in fr{hge benefit packages; or the need and realistic
. \

‘costs associated with various job modification schemes designed to

fgcilitate the hiring of the disabled. In October 1979, the Office of*

. . {
the Assistant Secretary for %lanning and Evaluation (ASPL), Department

of Health and Human Services, coptracted with Berkeley Planning Associates
. ) &

to conduct an extended review of the currént policies of private em-
. »

ployers with regard to the disabled and to develop -a detailed evaluation

. *

.
v

L \

1U.S. Department of Labor, The Performance of Physically Impaired
Workers in,Manufacturing Industries (1948).

¢
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"and study design for further research in this area. Specifically, the Ir

) ‘ ’, - . * ‘

. study is to-.focus on the following four rkey policy questions: . H

3 _' * . I
. & Are the disabled more, less, or as productive as other non- ' . -

i - . . i, . 'E‘

v disabled workers when_ given the chance to take a given job? ’ :

- , % . ' f
‘ " e Are employers less willing to hire the disabled because of .,
b perceived greater costs, customer reaction, personal pre- - * ﬁl

judice, the reaction of fellow workers, union rules limits -
—— -

- <
ing job flexibility, or other ‘reasons unrelated to the

individual's ability to perform on the job?

e What kinds of job modifications, if any, are privateﬂemplo?grs

»

L) .
willing to undertake for the disabled, and what are ‘the ob-

- L

=
L4 . P

>
A

stacles to increased numbeis ahd’types of job modifications? * =

.

PR

’ t » v
) :h&; fringe'benefits are available to disabled workers, do

~

2

these benefits result in higher employer cost, and how
. [ i .

N L -

A, . . . . ‘
fringe benéflps influence the emplojment decisions of .

Al

- .
[CpeE g . .~ . Fa— EeT . ~er

employers and disabled workers?

. e

~

Dur{hg the past decade, the disabled have finally achieved a place

v
.

in the general public consciousness akin toréﬁat held by ther pinority

groups. The efforts of advocates for the dlsabled as well as e{forty of the ;
disabled themselves haYe produced a greater visability for the em loymena;\ . é
' problems, access probleﬁs, and income maintenance needs faced by the :

s . . . .
. estimated 12 million handicapped individuals in this country. Federal 1S ;
legislation, particularly the thibilitétion Act of 197§’and.its wide- :;
reaching ‘Section 504, and the 1978 amendments to tl:e Comprehensive Employ- l

. . . . .
ment and Training Act (CETA), have clearly articulated the rights of the

« 1 ’

o>

\-I - L]
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‘o disabled to fdil participation in all aspects of social and economic life.

1

-
o
.

In staking their claim to full citizenship, the diseb{ed and their advocates

have raised. asnumber of controversia{ issues such as, the rising disability ' <
‘\ +

pensxon expenses both within the Social Security. prdgram and in state and
. . n s
N {
< local employees'.pension programs, the 1nacce551b111ty of 'public transporta-

. tion, and inadequacies of the nation's Vocational Rehabilitatian system,

Y

long considered to be a .model human services program. Some advocates of

P

v

the disabled stress that it is time that the capabilities of even the most*
- . ]

-
\
\
.

severely disabled to be productive citizens be recognized and that the -

. private, as well as the public, sector open,the doors to meawingful em-

' * . 4 . \ . : k
ployment. Other more 'pragmatic, but .ot necessarlly less cbmpa551onate, <

*

advocates simply argue that since the disabled cost so much to support the
) ‘
soc1ety and the taxpayers have a selfish interest in trying to get thlS

s

' group of individpials into the labor force, the;ehy reﬂucing thir depeni

'dency on publdéc/benefit programs. , *

\ -

' Critics of these types' of rehabilitation efforts, however, do exist '
: VeT,
. . . .

and are becoming increasingly evident. Such critics charge that the
N Y
severely disabled are, for the most« part, unemployable and that efforts

to train them will never result in them obtaining a profitable level of

b
productivity. As. the country's general unemployment rate rises and the
A}

o

S . , N . .
. O N

~

rate of economic growth falls, such critics further argue that tax dcllars

are poorly spent ‘in rehabilitating thé severely disabled who, when trained, .

| b .
;-‘ :‘\
.
.
*

- ! -
T L wilt:simply be taking jobs presently held by non-disabled, often dis-

advantaged, workers. While the critics concede that certakn, less sgvere,

disabilities can be overcome with relatively. minor training or jqb
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A
modifications, tHey argue that such mild impairments do not deserve a

»
« —~

gni&ue publigc policy reSpghsel Since the disabled who have employment

“
«

P

_ problems have thdse problems mastly because of their pther attributes,
such as education, age,- sex, or race, the critics argue that disability

itself poses few<hendicaps fbr.employment. .

~program$s dealing with the emp&oyment and employability of the disabled.

The purpose ef this document is to summarize the findings from our

initial survey of the 1ite;atu£e and our discuss?ons with various fedetal

ofﬁic1als, state admlnlstrators ané private employers curren%I§ strhg-
N '

gling w1th thlS issue. Beglnnlng on a positive note, Sectlon I reviews

LEN

the extent to which dlsavled individuals axtge 1nc1uded in the labor force
and réviews a number of pub11c and pr1vate programs th#t enhance the posi-

tion of the disabled in regards to employment Sectjon II carefully looks

.

- . .
b e s s v Ve e e e . N T -

.,

4

Sl L,

% >
'focuses on the fbur'key areas that the, gcvernment has cited as playing the

at the spec1flc barrlers to em236$ﬁent faced by the/handlcapped and

most 51gn1f1cant role. These areas include job modlflnafﬁfh emplgyer h1r1ng

practices, productivity concerns, and fringe benefit packdges. The final

. section summarizes the.prevailing trends noted in the literature and articu-

»

lated by those currently involved in §etting program priorities in this

v [ .
area and outlines the key policy‘questions that the rerainder of the study

7 .
will address. A complete list of the resources reviewed and the individuals

~
N

. .~ £ * k3 £ k3
contacted are included in appendixes to this document.

.
-

4

-
~
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I. EEFLQXMENT PROGRAMS FOR THE DISABLED. - .
' S - .
: . .. ) -
“ " R - <
6ver the past several years, various government programs and private .

1th1at1ves have emerged that d1rectly address .the issue of employment

3,

for the disablsd. The level® of etfort and $ize of theselgovernment en-

N
-

deaVors range from relatively minor (i.e., under SS0,000) research grants

* and demonstration programs, to sizable allocations of the Com-

<.
- . 2

prehensive and Employment Training Act, (CETA) .monies to“pregr%ms specific- ,.
) * o
. g ‘- U ) . £ N o$ £ . ' 'x
ally aimed at serving the disabled, to the country's massive Vocational
2 » ! ‘ : -
’

Rehabilitation program. Simila®ly, private efforts can be found among
< ‘ R € l .
the nation's biggest companies and union organizations as well as among
.. y B *
small firms and individual local unions. In order to better understand A

the pos}tion of the handicapped within the current labor market, a numbEr
) ’ . N ) .
of Department of Labor initiatives, the Projects with Industry program_

.

funded by ,the Rehabilitation Services Admipisgz:tion epd various private
efforts weie reviewed.- Also, the numerous 'programs supported tunder the

rubric of the, natiom's Vocational Rehabllltatlon Plan were examined for L
A3
their relevance to the current study. The following summaries prOV1de brlef

descriptions of several of these key programs, citing the aceomplishments

and limitations of each as they relate to the specific employment prob-

lems faced by the handicappéd. ' \ T4

’
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EMPLOYMENT SERViICES SYSTEM v . .

. . ‘@‘

- The publi: employment service, now called the Joh Service in most f

.

-~

stytes; ddtes from the Wagner-Peyser Act of 1933. This Deefession-era -

A

e

measure required that all state public émpleyment services provide assis-
) s

tance_ to disabled veterans. Thi's emphasis on those withrdisabilities was -

s e ‘ ., ¢ ’ . N

broadened to include all handicapped individuals in the Rehabilitation

-

e P ar o e ex s

Act of 1954. At this time, each Job Service office was required to have .

a "designated person" to be responsible for coordinating services to thos&
. & )

' with disabilities. The role of the Job Services in aggressively seeking

~

v

.
. .
. . . * ’
3 - 3 . <
o ..

. -~ M . -
? » . - .
‘S TNE N N Il N N BN I BE R IR IR E - En

’ M - -;’ - . . - . B “ . N - - . A e ke b .s

employment opportunities'for the disabled was further articulated in the

\

Vocational Rehabilitation Acts of 1973 and 1974. Despite this growing

~.

emphafis on serving the handicapped, the actahl number of disabled seeking . ,

assistance from state and 16ca1 Job Service offices has decreased in re- <,
cent years. According to Doris Woolley, Handicapped Employment Specialist ~
with DOL's Employment and Training Administration, the Job Service offices

report serving roughly 800,000 handicaﬁped individuals compared to the B

' one million handicapped individuals seen in the early 19705.1

-
.

. ' The'philosophy of the Job Services in locating employment opportunl—'
ties for the disabled is that of focu51ng on the partlcular capabllltles
of each §nd1v1dual applicant. "AIl job seekers, whether regarded as
handica p on not, bn;ng to the world of work a mix of abilities and '

e 11m1fat1$ns. The process of placement js one o£\match1ng the appllcpnt -
v R considering education, training, employment histgry andJlnterests -- to
the requirements of the job. n? ersr/e thlS common 1pproacf to the place-

ment of all applicants, both handlcapped and non- handlcapped the Job

Services' uorkers.are provided spec1f1c operating manuals that hrghllght

o 4 . -

-

1‘Interview with Doris Woolley, December 5, 1979. oo

: -+
2. S. Department of Labor, Employment and Trdining Administration,
Placing Handlcqgged AEpllcansgf An Employment Setrvice Handbqok Wash-
- 1ngton D.C.: U.S. Government Printing Office, p. I. )
4

; \‘l‘ ‘ * : 9 A
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certain key procedures one should follow in placing a

. ] trlbute to,Job/development potentlal (1 e., new growth

A \

a disabled applicant
or in seek:ng o develop a broader range of job opportq91t1es for the
dlsabled

jobs con51dered ava11able to the disabled, the employment tounselor is

For exanple, in seeking to 1ncrease the range and number of

encouraged to observe the .following .,teps.2

. . [
1. Determine the local employer and employment situation:
e work with the employer to identify job development ‘
opportunities; ' ’
N . - N ' a
o expand the search beyond the usual placement opportuni- . _
"- ;ﬁ@%, reaching out to employers who have not routinely , i )

ﬁ' Ng listed jqb-OpeQQngs with the public employment serviee;
e qa “ .

v ¢ sell job deyéfopment pnoggams on the basis‘ofltheradq.

vantage to the employer -(i~e.y ihcreased efficiency, d’

>
v . . . . e

greatef productivity);. . “ co :

- . .

) target outreach act1v1tres to thpse individuals respon-

sible for company management and pol1cy dec1§10ns, and. x

‘ ~ - . ‘ .

. r s
' . abta1n the support oﬁ'local labor unlons

. NS

.0 take advantage of commum.ty charactenstics that con-

A

in'a particular segment of the 1abof force);

» . .

o' take advantage of situations where mappower is ip demand

. . -

. look for situations where “intuition .or ev1dence 1nd1cate

“ good potential for joB,development;, and

s‘ e

~
.

1See Placing Hahdicapped Applicants: An Emp;oymeﬁt(Service Hand-*

<

book and Job Coungeling and Placement~for the Use of Basic Skills, both
distributed by DOL's Employment apd Training Administration. <In addition,
specialized  manuals have been developed for a number of specifid dis- .
abilities such as mental retardation, cerebral- palsy, visual impairments

and orthopedlo disabilities. C .. )

-

Placlng Handlcapped Applicants,

. a

op.rcit.; pp. 62-89.
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' ldentxfy discontinuities between employment and JOb Te-

<.
2

qulrements Ti e.» does the employer have an inflated
view of the skills necessarp to adequately do the job

in questlon)

l,
.

Make use of existing work simplification capabilities and

N

programs: - ! . ) .

\ . . Y

o:tonsider reviewing a company's job structure with the’

employer; ' < : .

e consider redesigning certain JObS to reducé the qpec1f1c

, ’ perfcrmance yequirements; . o
N Pe .

1

. » consider redesigning cCertain®jobs to take advantage of

- téchnical advances; and . 4,

\

: 1

o

R R EE Il S EBEE IEE e

e review existing simplified work concepts with the employer.’

«

4. Make use of job analysis techniques for job restructuring. .

.' 5. vDefine;iob reqoirementi for newly defiffed positions: |,

e identify aiew:job performance requirements; T

-

il R N IE I I e

.

. identify shpervisory, team, work group, and specifica-
~ . ; -tion capabilities; and
hA

E ° differentiate learning factors from performénce factors..
6. Follow-up on newly défined’ job referrals: " R

¢ support both the ciient and employer through the -

.- initial adjustment stage; and’ \ , ¥
’ -
e extend job development activities by building on the
" +initial suc¢oss into other aspects of the company's . N

lobor‘forceJ ‘

While these steps m1gh7[well be pursued in the development of job 0ppor- ) ‘

L4

tunities for all ‘types of hard-to-employ individuals (i.ec., welfare Tes

.

c1p1ents, youth,'old horkers, etc.), théy are particularly relevant to

.

o 1
the piacement of thg disabled. First, they require an initial assessment

of the existing j¢b market and the attitudes of local employers toward

.

11

*
.
- ! - - " -
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hiring the dﬂiabled and an initial ef ort 'to explain the advantages of .

PR R
-

job development activities to, the employer The approach taken is not

one of promot/ing ‘a social good or preaching about one's responsibility

N\

. . 7 . .
to the disa 1ed; rather the approach is one of furthering the gcals of
the private employer, namely echieving a more efficient‘ptilization of ’

the Iabor force and perhape increasing productivity. Seecond, the .

er TV A wer

approach stresses 1dent1fy1ng those skills necessary to perform a partlcu-

[t
o

(lar task rather than accepting the current, listed job requirements. One

difficulty repeatedly citéd by employment counselors is that employers :
€ .

AN AN

tend to inflate the requirements for a job, a process that can Tesult in

an overqualified individual being placed in a job that might soon bore

RS

them and a seemingly unqualified individual being barred from employmen..
This approach has been found to bé particularly usef . in expanding job

opportunities for the mentally retarded, who often can perform a highly

(PRt

}

structured and routine job but ‘are berrgt from trying due to cértdin un-
necessary job qualifications cited by, thé employer. Finally, the emphasis

. (/*" on follow-up indicates that® the placement process does not.end at the . ,

point in which the individual accepts a job. Because not all consequences
can be anticipated, regardlgss of the level of planning undertaken, con-

’ tinuous, ongoing contact with both the employer and the client following

‘ ;/{ ‘ the actual placeméﬁt not only can serve to identify emerging, unantici-

pated problems, but also can provide useful feedback, which can then be

.

. . incorporated into refining and improving future programs.
The succesg of the public employment services in placing disabled

individuals; into jobs appears, at first glance, to be similar to the

" agency's overall placement success experienced with its total client
population. As indicated in Table 1, roughly 30% of both handicapped
and nom-handicapped clients were p}aced in jobs by local Job Service
offices in FY 1978. Handicapped clients, however, do require a greater

N expenditure cf staff time than the general client population. While handi-
¢ ¢ .capped clients represent 5.5% of the total client populatjon, they repre-

) sent 16% of .those clients recelv1ng counseling services and 18% of those :

clrents rece1V1ng testing serv1ces The Job Service placement figures

| ] ;\xm‘,
‘Sl SN N I NN AaaE s
.
Q

tend to support those studies that have consm&tently shown that dis-

. dblllty accounts at most for only a relatively small proportlon of the

. ’
.

12
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<~ Table 1 -

Placement Rates ‘for the General and

¥ -
Disabled Client Population ¥
- ' 4 2
of uob Service Offices for FY 1978 )) l
¢ ) R l
. ’ ' Generai Disabléd . .
N .Population Ponulation ’
Number of clients registered ' 15.5 million 845,000 '!
Number of clients provided special . . b ’ E
counseling services ’ 1 million 157,000 W
_Number of clients provided special : b "f
"testing services . o 762,000 43,000 l“
. * \ “E
Number of clients placed into jobs 4.6 million 232,000 B
Placement rate® N . ) . 30% 2f%$ i
) . . - > ;

aThe 1978 placement rate figures represented a 12% increase over
the prev1ous year for both the general c11ent population as well as the
disabled client population..

- L

bA higher concentration of disabled clients is found in these two

categories in comparison to the relationship of this group to the total
client population. The d;spbled population represents 16% of the clients
receiving counseling services and 18% of the clients receiving testing
seryices. Disabled clients represent only 5. 5% of the total client
population. '
Source: Employment and Training Report of the President -- Reported by

the U.S. Department of Labor and the U.S. Department of Health,

Education and MWelfare, 1979, p. 66.
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lower incomes that many disabled people --.particularly those who are the

.concern of social policy -- experience. The unemployment and low incomes

of many disablec are due less to discrimination by the employer based on
disability, than to compoundlng socioeconomic handicaps that may make a

given disabled person less attractive to an employer. A 1966 study using °

Social Security data found that functional limitatioms alone exglained
only '13% of the variance in severe disability among disabled males and 8%
among fema].es.1 A study of 1970 Census daga found that, among the
partially disabled, disability was not h major barrier to employment.z‘
While thlS may in fact be the case, the placement rates for the disabled
by local Job Serv1ces does not dlfferentlate by the type of severity of
the disability. The question such generallzed statistics cannot dddress
is whether or not the more severely disabled are as successful in obtain-
ing jobs through public employment services as “the less severely dlsabfed
or the general population. Because the statistics maintained on Job Ser-
vice clients do not articulate the type or severity of the dlsablllty,
answers to this question are generally based on the experienée and bias
of the respondent.. ' . : : o o
‘thilarly, an initial review of Department of Labor statistics do not
reveal whether or not the, average starting wage paid to handicapped in-
divicduals placed through Job Services differs from that paid to the:non-

disabled client. The average wage received by all workers placed in jobs

" during Fiscal Year 1978 was $3.35 an hour, a 9% increase over the 1977

average figure. While this increase was'slightly influenced by the rise
of 35¢ per hour in the minimum wage, the proportion of placement at $5
or more per hour increased to 8%, two percentage points higher than the

previous year. Graph A illustrates the distribution in wages paid among

»

1Lawrence D. Haber ) "Disabling Effects of Chronic Disease and Impalr-
ment -- IT. Functional Capacity Limitations," Journal of Chronic Dis-
ability (1973). o . .

%David M. O'Neal, Discrimination against Handicapped Persons: The
Costs, Benefits, and Inflationary Impact of Implementing Section 504 of
the Rehabilitation Act of 1973 Covering Recipients of HEW Financial
Assistance, (Arlington, VA: Public Research Institute, Report to the
Office of Civil Rights, February 18, 1976), Pp. A. 6-7. .

. i) '

\»
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: N Graph A . ,
Lo ' : Average Starting Salaries-for Positions )
' R 4

: . _Filled by Job Services in FY 1978

.
-

- Percent of all placements - . .
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©

-

. Under - $2.66 to $3.00 to $4.00 to $5.00 and
. $2.65 $2.99 $3.99 .$4.99 over “Other

\ . WAGE RATE .
. ‘ .. . . ;

Includes payments made to individuals placed in all openings without :

’ equivalent hourly wage .rates, such as wages derived from commissions or i
. tips. . . .

: : .o

TR, -

Soyrce: Emplcyment and Training Repdrt of the President. Reported
by the U.S. Department of Labor and the U.S. Department of Health, Educa-

tion, and Welfare, 1974, p, 64, . .
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all Job 'Service placements. Again, without knowing 'the specific
severity of the disabilities among Job Service clients, it is
not possible to determine”if handicapped clients are routinely placed in

-

lower paying jobs. ) 4

COMPREHENSIVE EMPLOYMENT AND TRAINING ACT (CETA) ? >~
—— ~ .

-
.

The principal aim of the Comprehensive Employment and Training Act

(CET&) is to provide job training and employment opportunities for

economically disadvantaged, ugemployed, and underemployed persons to en-

able them to secure self-sustaining,'unsubsidized employment. While the

’

CETA program tas alwéys been concepiuafly sensitive to the special needs

of various target populations such as the handicapped, the 1978 amend-

ments to thg Act place a high priority on developing special programs for

these groups and specifically identifies handicapped individuals as also

~

o 1 .
being "'economically disadvantaged,'” removing them from the income con-

siderations placed on the non-disabled population. Therefore any handi-
capped person will qualify for CETA participation as long as he or she

meets the other specific requirements for a' given Title. Coupléd with

- ~

the growing public awareness of the special needs of. the disabled, the

" 1978 amendments are expected to increase thé participation of .the dis-
abled in CETA Title I and Title II programs. Whilk the specific impacts

which Section 504 will have on the bolicies and practices of the 460 CETA

v

Prime Sponsors have not yet been formally determined, upcoming regula-

tions are expected to require that Prime Sponsors conduct an assessment

of the extent and characteristics of the local handiéhpped population;
. . ' * ,

'lFederal Register 44:65 (April 3, 1979) p. 19998..»
e
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determine the specific training needs. of these individuals; and provide ,

a range of suitable training opportunities ‘to meet these needs. While~
4
it is not clear that all agencies contracted by the Prime Sponsors will

need to be accessible to the disabled, the specific type of training
offered by any non-accessible grantee will have tg/be available through

.

#« . a-program that is acoessible.1 i

’

. . Initial findings on the postprogram employment and earnings cf CETA

participants indicate that CETA participants do experienCe more frequent

employment, and higher earnings than they had prior to enrollment.2 While

. . (Y

such findings are, at this point, tentative and subject to a further

verification and refinement; Tables 2 and 3 illustrate that both the rate
~
- of employment and the.level ofbearnings for CETA program participants in-’

crease steadily following termination. For example, for those who

N
Y

entered a CETA program between January and June 1975, $52% were employed

with an average hourly wage of $3.20 one month following termlnatlon and

‘

58% were employed with an hourly wage of $3.54 one year after termination.

- . -

- In transmitting this informapion to Congress, DOL added that the overall

.
.

<
gain$ listed in these tables mask major differences between partigipants

<

1Information provided during an interview with Hugh Davies, CETA
Regulations, the Department of Labor, October 30, 1979. )
. ) Tra g @
2Continuous Longitudinal Manpower Survey, Follow-up' Re-ort No. 1
(18 Months after Entry), Post-Program Experience and Pre-Post Comparisons
for Terminees Who Entered CETA in January-June 1975 and Continucus Longi-
tudinal Mannower Survey Follow-Up Report No. 2 (18 Months after Entry),
Post~-Program Experience and Pre-Post Comparisons for Terminees Who Entered
CETA During Fiscal Year 1976 (July 1975-June 1976) . Prepared by Westat,
Inc., for the U.S. Department of Labor, Employmeht and Training Adminis-_
tration, Office of Program Evaluation, July 1978 and bhrch 1979. Note
that the findings are limited to early postprogram experience (3 months
© toa yedr after participation); do not inelude data on those still in the
program 18 months after entry; and do not include comparison group data
necessary for any net impact assessment. For these and other reasons,
‘\Ehe data should be regarded as only a first general indication of how
CETA participants make out after termination. -«

N 17
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3
. Persons in school or another training program, in an institution, or not seek1ng work because of
family re5p0n51b111t1es or-ill health or for other reasons,

Bs:\Pates for 193,500 terminees out at least 12 months.

Estlmates for 251,000 termlnees out at least 12 months.

) Soglkce: CLM§ Follow- Up_Report No. 2,pp- 6-73 and app D, tables 42 and 43,
Report of the President, p. 36.

Note:

. R
18 ’ B ’ )
N . . .
TN A . . »
s h . N . .
" 3
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Employment and Training

Detail may not add to 100 percent because of rounding, L

’ Table 2 . .
?* ' . Distribution of Termtﬂbes Out at Least 12 Months by Terminee Group and by T
%i - R ’ ) Labor Force Status at Selected Time Points *
‘ ' (Percent) -
\
b . . Termince group and labor Force Status ' ' ~
ime point Entered January-June 19751 Entered July-June 19762
\ Un- Not in , Un- - Not in
. : Employed | employed | labor force Employed | employed [ labor fcrce
2rior to entry: ‘
12 montlis ) 51 20 * 2 43 26 31
9 months ’ 52 21 27 42 28 30
"6 months . 48 25 27 38§, 33 '29 g
3 months 38, .35 27 33 L+ 40 27.
* 1 month 27 46 27 24 48 26
) After termination: ) K ’ 4 . . .
1 month . 52 27 21 50 28 22
3 months 53 25 22 . 53 26 22
6 months ) 53 24 23 55 24 21
9 months ' 56 .21 22 .58’ 22 20 1
12 months: 58 .22 20 60; 21 - 19
¥ ' . 1 .




Table 3
* .

Average HJLrly Wage of Terminees Employed at Any Time

by Selected Time Periods . :

1 ' :
_ | Entered January-Juhe Entered July-June
. ', 1975 ’ 1976
; \ , -
4 - Tinme periods Employed at any time Employed at any time
: - * N Average Average,
: Estimated hourly Estimated hourly
. . number wage - number wage
é Prior to entry | . s
: 12 to 10 months 118,000 | ° $3.19 131,300 $3.18
{ ! 9 to 7 months 123,100 3.27 128,200 3014
' 6 to 4 months 115,000 3.25 120,000 3.09
3 to 1 months 95,300 3.10 110,600 3.10
;‘ ) . After termination
: 1 to 3-months 144,100 3.20 185,500 3,30
: 4 to 6, months 137,200 . 3.41 176,300 \,‘ 3.51
7 to 9 months 134,000 3.54 .175,800 3.63
. 10 to 12 months 137,200 ° 3.54 176,400 3.77
. R N N
v, - 7
= Source: CLMS Follow-Up Report No. 2, app. D, tables 44 and 74.

Employment ‘and Training Report of the President, p. 37.
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-who had stable employment backgrounds and those who had histories of

limited employment.

Participants with relatively good employment and earnings the
year before entering CETA achieved a good level after the pro-
gram too. However, they did not regain their preprogram level
of employment and earnings, and the average gain for all .
.terminees suffered as a result. On the other hand, those with
‘a lower level of employment and earnings before enrolling in
CETA achieved.a modest average level after the program, which
represented a very considerable gain over their preprogram ex- i
perlence and a greater gain than the average for all terminees. )

This finding is of particular interest for potential handicapped CETA

’

. s
clients, who, in many instances, will lack an extensive history of em-

.
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however, result in greater job possibilities within the private sector.

L] 1

-
Y

To date; the experience of CETA trainees moving in private sector em-

oL ployment has been limited. The Conference Board in New York City cen-
ducted a study for the,Depd%tmeﬁt of Labor in 19782 that explored the
attitudes of ppie;;e’employers toward CETA.prakram participants and docu-

¢

ments the extent to which a sample of nine CETA Prime Spousors involved
private employers in their training and job placgment programs. The study

- . 1

~A

found that*"'. ... many employers:have reservations ?bout hiring CETA
o :

graduates based on real or assumed shortcoﬁings of the training programs,

[N ,

R’ », 2 | .
- ' ;

as well as administrative constraints that employers feel they mlght‘;ncounter.";
N

v -
~ . -

1U. S. Departments of Labor and Health, Eduication and Welfare,

Employment and Trainiﬁ Repo¥t of the President, 1979, pp. 37-38.
P 1ning Rep

b I

Leonard A: Lecht, Marc A.. Matland, Involving Private Employers

in Local CETA Programs: A.CETA Model (New York City: The Conference ‘
PR ‘ Board). Report prepared for the Department of Labor, Employment and >
Training Administration, October, 1978. .o i

» ployment. . ’ .
~ Increased emphasis on the ﬁandicapped by CETA Prime Sponsors may not, ’5

t

.

*Ibid., p. 1 .
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The Prime Sponsor characteristics and practices, whlcﬁ The Confc;en\e

~
.
.
.
.
K3
..,
.
. . . B -
N

.
A )
.

Board determined most enhanced the productive 1nvolvement of the prlvate

\
.

sector in CETA apt1v1t1es 1nc1ude:1 " 5 ’ ]

~ ~ *

; ° Sensiti{ity to Employers' Needs qh\\

P

. -- an effort to minimize the amount of '"red tape" involved
*

.

s &f - . .
in workKing with CETA trainees or CETA referrals;

. < -
«- an awareness of local labor market considerations and

. < s
. . . "needs; and ®

X s

-

. -- an effort é% tailor training programs to comply with
. - ’ s N . b

.

local industry's labor needs. .

-
- o ’ - . PREES e i b Y
e e - . Y e N wer e

s om -

e e rew e

. L

e Inngvations in Job Development

i by

. -- an active program to explore new avenues of job developers

4
- R ey . -
. such as unions, trade associations, etc.
i . S .

® Active Lrnkages with Business Organizations v

vt

) - representatlon of the Prime Sponsor in 1Bca1 econorfic
.

LEEEN

, : deyqlopment organizations; and-

. -- contractual arrangéments with business groups such as the
3 » - * . ~ b
Chamber of Commerce or NAR to provide training services.
. . ‘ .

o

*v
.

With the pasSaée’of CETA Title VIf:"(Private Sector Opportunities for

. . : the Economically Disadvantaged),’thié type of close association with the
. . % . . : ’

private sector has been made a.formal requirement for all Prime Sponsors.
F » \ N
. -Title! VII ‘provides funds to Prime Sponsors for the establishment of

-

™

.

»

1Leonérd A. Lecht, Marc A.‘hﬁfland, Involving Private Employers in
' E Local CETA Programs: A CETA Model (New York City: The' Conference Board). .
. Report prepared for the Dgpartment of Labor, Employment and Training Ad- ;
' ministration, October, 1978, Execut1ve Summary.“

-t 1m

°
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Private Indystry Cou@tils (PIC), a majority of whose members must be .
. 1 . .y
from the local business community.” These councils are to participate

T with the Prime Sponsor in the development of private sector opportunities

S for economically disadvantaééd persons, which include handicapped in-
dividuals. The demonstration phase of the program showed that Prime
Sponsors and local business representat?ves.fould develop a variety of
}pproache§ to secyring business participation, an experience that proved

helpful in,Qreparing for the full implementation of Title VII under a1l

Prime'Sponsors in FY 1979.? In addition, a comprehensive marketing

-' '- -

~r

strategy designed to identify and reach private employers evolved

during the developméht phase of the program. While the specific impact

L. .
4y Private Industry Councils will have on the overall employment picture of

/ . . R
B the handicapped is not yet known, the concept of working closely with the

G o aE W .
.
-
N

. private sector has been amajor thrust of the Special Projects for the
Handicapped fund;d under CETA Tiéle III for a number of years. As will
be discussed shortly, the involvement of t¥e private sector in devepr—
ing éreafer job opportunities for the disabled has proved extremely
fruitful. :

/ As previously mentioned, a special concern for the disabled has

alwvays existed in the CETA legislation. Not only are the handicapp

BN

cited as a special target population under Titles I and II, specia
prégrams for the handicapped have been established through the National
/ - . ‘ o\

rederal Register 44:65 (April 3, 1979) p. 20049.

N Employment and Training Report of the President, 1979, p. 47.

' [}

.

. 2 : . i
l 2U.S. Departments of Labor and Health, Education and Welfare,
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Program for Selected Population Segments (NPSPS). In FY 1977, $20 millien ;
. . -
was allocated to 82 CETA Prime Sponsors "to provide employment and train-

- . o o, ? . . .
ing services to migbers of a number of special population segments .

to allow these individuals to compete more effectively in the labor market."{
R Twenty-one of the 82 grantees established programs for the handicapped, :

with the remaining grantees serving such special populations as women,

g

-

older workers, rural residents, ex-offenders, and youth.” Among those

Y

o7 4 . . . . s
. Prie Sponsors serving handicapped clients operating specifi¢ programs for

the disabled, vocational assessment.was perceived as a key problem. These
projects indicated that in the past too much empha%is had been given, to
. . . . N ’ » . .

" what the-hahdicapped cliént botentially could not do rather than what

. specific skills and ﬁobs the client could do, thereby stee;ihg handicapped

7V

clients ‘into a narrow range of job opportunities. The NPSPS projects
\

«

adopted a "can do" philosophy, and’generally worked closely with the local

private gmplo?ers in identifying the key areas of economic growth and in
. - \ = -
. » .
eproviding on-the-job training, work. experience, or classroom training to -

N

. ~
their-handicapped clients in order to better prepare them for existing

-

¢

jobs. The need to elicit the early and ongoing cooperation of the pri-

vate sector in develeping new job opportunities was repeatedly stressed

.

¢

by a nUﬂyey of the grantees during an evaluation of fhe'programl When

asked-to cite the factors most critical in successfully replicating their

. .

- .\(
programs, grantees provided the following responses:

.

L4 -

T
. . A .

}Abt Associates, National Programs for Selected Population Segments:
Project Summaries, Report prepared: for the Department of Labor, Employ-
ment ahd Training Administration, July, 1977, p. 1 :

. Y

2 v ) -
“Ibid., pp. 47-65.
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e Program for Mentafly and Physically Handicapped

~®

¢ -

-

Somerset County, ,New Jersey: !

"Projects working with the handicapped required ‘excellent

job developers who can create attitude changes among

potential employers."

e Project Share, Trico Consortium ) . -

Racine, Wisconsin:

.

The'most critical factor: early involvement of em-

v

ployers in the training process and presence of job

site developers."

Employment and Trﬁining Consortium
Flint, Michigan:

"Need very active labor market and skilled employer

edycation progtrams."

To Serve Handitapped and Disabled Veterans

Inland Manpower Association '™ .

_ Colten, California:

"Replication requires good public relations and a

dedicated staff as well as cooperation with the De-.

partment of Vocational Rehabilitation and the Em-
) [Y . _/ A Y
ployment Services." _:

e
1

1 \ v

e Suppoerted Work Program, Winne-Fond Consortium
Oshkosh, Wiscomsin: ., 7
"Replication requires substantial coordination and co-
operation of the major communi{& agencies in the figlq
of manpower: mental health services, vscational schools,
various public and social service agencies, private
““sources, etc." J
e FEWE and OJT, &enesee-Lépeer-Shiawassee-Flint




) » ."*\. ‘ .
Once again, working with-the prjvate scctor is seen as a major facili-

3

- é ~

of the NPSPS projects*indicate that greater cooperation among all actors
. a .

in the employment process, including rehabilitation as well as employment

' agencies, is necessary if a coordinated and focused approach is to

materialize.

K
- tator to successful program implementation.- In addition, the experiences I
P3 K

1

e

\

Title ITI -- Special Projects )

Perhaps one of the most successful DOL-funded efforts. to expand the !
’ ) . A
remployment opportunities of the disabled has been the Special Projects

.
-

B IR

funded under CETA Title I;;T\ The primary focus of these six hational con-

tracts is: (1) to provide handicapped individuals with on-the-job train-

“

Py |Il\l P

ing, classroom training, or work experience related to pre-identified jobs

in the commugity; and (2) to promote and develop a wide range of new job

-

opportunities for the disabléd.1 At present, the following national
associations have beer funded under this effort: the Epilepsy Foundatiegn
of America, the National Association for Retarded Citizens, the Goodwill

- Industries of America, the Association of Rehabilitation Faciltities, °

Mginstream Inc., and the Electronic Industries thndation. While each

—t

of the six programs have incorporated special, unique features into their

,.
.
L e e v e L

/ )
serviéé delivery pacgage, all six share a certain common philosophy and
v * r
approach. The operating principal for all of these programs is to first

identify the types of jobs currently existing in the community and then

either train handicapped individuals to fill these positions or facilitate , -

-
i

.
.
r'4
. e " N . e
| —— e A el

- . ' - |}
.

i lInterview with Harold Rieve, 6irector, CETA -- Tiele III, Special
Programs, October 30, 1979. »°

- -
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e .
the referral of qualified handicapped indiyiduals to these jobs. 1In all

cases, the pfojects work closely with the local private sector in expand-

a

ing job opportuﬁities for the disabled and making private employgis aware

T
1}

of the types of jobs handicapped individuals 'can perform."

¢

In the course of establishing their programs, all of the six organi-
zations have dealt with a wide range of problems commonly thought to be

associated with the employment of the handicapped. The problems most

1

frequently faced by these projects include several of those énticipated-"
. . .

L4

in thgydesign of Berkeley Planning Associates' study effort. Specifically,
the issue of employer attitudes and the limited employability of the handi-

capped due to inade€quate training: and other vocational rehabilitation

-

efforts are perceived as major barriers to the program's full success.
Howevér, the federal monitors of these programs felt that the Title III .
granteestaﬁd those receiving Project With Industry grants from the Re-

habilitation Service Administration has developed an appgpach which

. - .

successfully confronts these concerns\ _In order to better describe this
approach, the experiences of two of the Title III grantees, the Electron-
ics Iﬁdustry Foundation and th; Goodwill Industries of America, are
briefly discussed. Both of these organizations are also Projects With
Industry grantees.

In review ug these two demonstration efforts, the reader should keep

in mind that the two programs, while similar, in intent and philosophy,

differ in the Yevel of services provided directly to the clients.

The Electronics Industry Foundation essentially operates a placement service

through which qualified handicapped individuals are put in contact with

employers having job openings. In contrast, the Goodwill Industries’




v

\
program includes a training component whereby potential.applicants are
] ~ .
enrolled in a training or work experience program designed to improve

’

clients' level of skills, thereby making their clients more competitive.

1) The Electrdnics Industry FoundationL’

The Title IIT funding provided to the Electronics Industry Foundation

(EIF) has been Lsed to increase staff capacity and coordination among the.
EIF's three Projects With Industry (PWI) sites: funded under the Rehabili-
tation Services Administration. The phiosophy behind thé EIF/PWI model

is that the area offiﬁes do not replicate existing community job-place-
ment or support sexrvices for the handicapped. Rather, they serve to
facilitate existing programs and to develop greater cooperation between
the various actors in the employment picture. In essence, the area offices

act as an interface between industry and the existing community placement

resources, such as the local Department of Vocational Rehabilitation, help-

* ing industry meet its manpower needs, and helping rehabilitation agencies

place handicapped workers in jobs. The majority of the jobs offered to

individuals through these centers are entry-level, non-professional, white-

" collar occupations, with a limited number of blue-collar positions. The

jobs afe obtained in a competitive market and no subsidies are offered

to the employers. Personnel associated with the EiF/PWL project stress

[}

that the area offices do not run a placemént system; these centers provide

N R LA A
an opportunity, not an aflvantage, to potential employment.
«

\

The .specific problems faced by the area offices involve a lack of

understanding on the part of local vocational rehabilitation agencies

7

. 1Infofmation in this section was obtained through interviews with
William Newell, national staff gf the Electronics Industry Foundation and
James Geletta, special consultant to EIF, December 12, 1979.

] ‘ .

. : : . 28

‘ R}
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\
of the needs and demands of industry, ‘the lack of qualified applicants

for the jobs that are available, -and certaln negatlve attitudes of ,
it

employers toward hiring the disabled. In te&ms of the first issue, EIF/
PWI staff said that the experience of the area offices with local rehabili-
tation agencies indicate that such agencies do not know what skills are oL
needed in the current labor market nor are they familia£ with the employ-
’ ment needs of the local business and industrial sectors. '"They do not o
speak industry's 1anguage nor arehthey familiar with the requlrements of

industry,' EIF. personnel said. Consequently, not only do the EIF/PWI

centers address themselves to the needs of industry, they also work at 1, N

’

I T o R

reshapiné the thinking of local rehabilitatiom officials and counselors.
The EIF/PWI staff said that a key problem faced by their area offices

is not obtaining job listings but rather finding disabled individuals with

-~

T wre a4 ¥ Ta e s “ v, e v eowT e S yes e
(- ) - ‘- - (-\ 2-

‘ the technical skills necessary to fill the thousands of job slots they

have available. Accprdlng to data gathered by EIF on its program between

. March, 1977 and December, 1978, 70% of the jobs listed with the area
offices did not requiré a éollege degree .and roughly one quarter of the
jobs did not invoive prior experience in the electronics' field.1 Since *
fhe project stérted, more than 9,400 jobs have been identified by 61- differ-
ent participating companies; in contrast, only 466 individuals have been :
~judged by the area offices as quallfylng for these p051t10ns and there- ' }3
fore have been referred to an employer 2 The lack of qualified handAcapped°
job appllcants ‘has led EIF/PWI personnel to conclyde that the:current

vocational rehabilitation programs operating at the local level are not

1James R. Geletka, "Electronic Industries Make a-Connection with
Handicapped Workers," Amédrican Rehabilitation 4:5 (May-June), 1979, p. 9.

ey

o A B
v

21pid., p. 10

.
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providing their clients with the skills necessary to successfully compete

- _ in today's labor market. 'To increase their ability to refer applicants

.- ' ¥
- to employers, EIF is exploring possibilities which would allow the area

P _offices to provide a short (R:der 26 weeks) skillltraining period during

which time individuals would
/{

‘to better equip them to handle the existing types of jobs available.

e provided with intensive training in order

A\ ]

’ In regaidd to. employer attitudes, the EIP/PWI staff said the area

s the GABo NeR At AN

offices have ehicountered. certain resistance, adding that such resistance
& had been anticipated. .While the area offices do’not force industry to
N accept a referrpl (i.e., there are no quota systems or mandatory partici-

. pation requirements), the projects do work at altering employer peréeptions
- - . . é )
: so that individuals are hired based on their skills or skill potential and

that jobs are filled based on what is actually needed to complete the job,

not what might be an inflated view of the necessary skills. In addressiﬁg

[y %

i ‘ employer resistance to the project, the area office staff generally fiill

focus on differentiating between unfounded Yfears and real concerns. While

the project has consistently frund acceptance among top management and have

. +

made good progress at the personhel office level, the line supervisors, con-
tinue to present the greatest challenge. In general, supervisors, more

than any other management level personnel, tend to think in terms of pro-

\

‘ ductivity and hmeeting their production deadlines. They find it difficuit

- >

to believe that a handicapped individual ¢an perform as well on the job as

_ an able-bodied indi&idual., The area offices have found, however, that even

3

this resistance can be overcome, or at least minimized, by getting pecple

A




L

~
~

together fo discuss their fears and to present facts regarding the pro-
ductivity of the disabled.1

The EIF/PWI exper1ence seems to 1nd1cate that industry does not want .

P

subs1d1es and spec1a1 considerations as much as they want people who can

- 1

-

. do the job and require a minimum amount of,on-the-Job training to be effi-

cieint. "If the§ cannot to the job,!" EIF/PWI officials commented, "they

=

are not worth anything to industxy even if the government is paying Eyeir

-

entirersalary." While they indicated that industry is not lcoking for

2\ e,

- s L .. e Turt Y B
H GO P » 1 . K
st A N N K
N 2 L .

subsi&ies,‘they did concede that a system whereby the wages of a handicapped
[y

e

individual were covered for a short, probationary period might be seen as

an incentive to hire the handicapped.2 The utility of such payments as an

Lo w

”-"
N ¥
.

incentive, however, wqiild be offset if it involved a large amount of addi-

tional paperwork and recordkeeping.

WL et
\-f '

In summarizing their program, EIF/PWI personnel stressed that the pur-
pose of their efforts is to get individuals into a position from which they

can be competitive. Special counseling or training may be part of this

= .
“l

?rocess in thatmit will increase tge client's chances of being competitive.

The area offices do not place individuals in jobs; rath@r they help .

T
.

lln making these presentations, the krea office staff will usually

cate studies such as DuPont's research which show that the disabled can ;
perform as well on-the-job as the nondisdbled. These types of studies T
are further dlscussed in Section’ II of this report.

2DOL has issued 1nstruct1ons ‘to 1t§ reglonal employment and tra1n1ng
"administrators for implementing the Targeted Jobs Tax Credit Program.
Under the Tax Credit Program,, employers who hire eligible individuals will :
be eligible for a tax credit equal to 50% of-the employee's wages up to -
$6,000 in the first year, and 25% of such wages during the second year, ;
“The maximum credit allowed’ is $3,000 the first year,. and $1,500 the 11
|
|

TR o vanga
R R 3 .
. - -< :

second year. The tax credits apply to wage costs incurred by companies
between January 1, 1979 and December 31, 1980 for cert1f1ed employees
hired after September 26; 1978,

.
” :

.
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‘the provision of a sing;e program. Like EIF, Goodwill operates a number ?\

-

ot I - .
individuals win jobs." The EIF/PWI project has been built on industry's .

concept of marketing --,thhing is being given. away. Rather, the process

is considered to be a fair, éxchange: the area offices have a product to

-

sell (qualified labor)} and industry needs the product.

. . -

2), Goodwill Industrles of Amerlca1

- Like EIF, Goodwill mexrges its PWI grant and Title II CETA grant 1nto
of sites throughout the couﬁtry (23) with each cente;‘serving as a facili-
tator between local industry and the local handicapped” population. To
date, Goodwill's PWI projects haVe made over 1,40Q placements into non-
subsidized, privage sector employment. Goodwill's program developers be-

- * N

lieve that, in the past, handicapped individua1§ have been trained for

jobsfthat,'in many cases, ?o ionger exist. To offset t&}s problem, the 1
Goodwill's PWI Title III area'offices first identify cu;rent job open- l
ings and then train specific individuals for these jobs, usually utilizing ' e
the types of equipment that the job will require. In all areas, the Good- . l
will projlects work closely with the local CETA Prime Sponsors and their I’
Private ndustry’Councils (dé;eloped.under Ti;lé VII). ‘
| Goodwill staff'ec}xoed the feelings of the EIF persomiel regarding ls
state VR agencies, ddding that the fatal flaw with VR agencies is that .

they ha&e attempted to conduct a public relations campaign (i.e., hiring

the haiﬁicapped is the humanitarian thiqg to do), rather than ﬁrpvide their.

-

handicabped cliénts with the skills thef need to obtain and to hold a full-

’,

time job in the private sector. "Industry only wants somecne who can do

the job; they do not want additional governmeni handouts and the paperwork
~ ,

3

'
1Information in this section was obtained through an interview with
Jack Scott, Project Director, Goodwill Industrles' Pro;ects with Industry,
Decembep 13, 1979.

¢
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that usually ¢omes with such handouts." Goodwill personnel added that

.- the Good@ill system:

20, : :

2

if providing financial incentives was the only problem, existing laws,

such. as the Target Jobs Tax Credit, already provide allowances to those

hiring special populations, like the handicapped.

Thﬁ following steps are generally f:}iqwed in setting up a PWI through
4 .

-

r ’
A}

1. a job needs survey is conducted td identify the specific .

[ . -

sectors and types of occupations which show the most

promise' for expansion or employment for the disabled;

’

-2, communi;aticn.with local VR agencies is established to
determine the specific sgill level and specific problems
facing the locallhandicapped population; -

3. an Advisory Council, which includes representatives from
industry, the‘Vk agencies, and other interested cémmunity
and civic groups, is establisheg to prioritize the com-

munity's training needs and formulate a specific training

program;

[

4. clients for the training program are then recruited through y
the lgcal‘VR agencié? and éhrqugh self-referrals; and

3 »

R

5. following completion of training, -a referral is made to

a specific émployer who may or may not hire the individual.

’

Clients are paid during thq training period either through VR monies or - o @

through contracts with the Gooddﬁll sheltered workshops, which are some-
times used as thg training site. The average’ hourly wage paid to in-

dividuals starting employment is above $4. In addition to providing |
|

vt 33 '
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o . services prior to*placement, the PWI staff will contact the workers and

b

the employers once a week for two weeks, every other week for 60 to 90

- .

- days (as needéd).and then on an as-needed basis.. T

PENMEE VR

Ay s

his feedback provides
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.* not only additional support to both the client and the employer, but also -

N .
‘useful information to th¢ PWI staff regarding possible changes in their

S
P

T L program. H -

13

In addition to providing training for the clients, the Goodwill

. .

e w N v s Y .
< _ . PWIs also conduct training classes for the ‘Supervisors who will be work- ;
I : . °_ ' - )
e . .. _ing wigh Ddhe clients following their placement. This is done. in order to %

. -

aY S oy

_-ease some of the fears the supervisors have regarding the producti&ity oﬁ.
< ‘ ‘ . \
the workér and to help the supervisor learn to relave to the handicapped

P

o oS

N
worﬁ%r just as he om she would

Y

relate to an able-bodied worker. ‘e
» -~ . .

tell them that if the.handicapped person is not performing his or her job,

-

as the supervisor feels the jobashould be performed, then the supervisar

T
.

’ "should correct the individual just as he qr she would if the person was

>

fan ; able:bodied."-

Goodwifl pérsonnel said that none of their programs have met with
’ ' N
resistance from the local ‘business sector, adding that the approach taken
«

by the PWI staff is very business oriented and professional. "We don't

F— e rred Py d
T e R

2 »

A ' mention equal oppor unity_lé&s; we don't ask for charity. We use a strict

¢

marketing approach, similar to that used by any busines$ which has a good
i

li

‘ . praduct to offir." Once the program is established in a community, local
: , : o C

F . busingsses actually become involved in promoting the program to other

|

San v e S

v <

~

o

A
industries anQﬂ&ill often take an active role in expanding the RHI'S

-
.

training options. <t
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. providing a source of earned income.

certain improvements currently beifig contemplated by the Department of

SHELTERED WORKSHOPS
A‘ » ~

\ .

While the intent of the Ber%eléy Planning Assaciates present stidy

is to focus on private sector employment opportunities and barriers for

the disabled, a cursory review of the recently concluded DOL study on

sheltered workshops and their clients ‘s in order for a number of reasons.

structured'form

First, the workshops currently offer the only consistent,
. of employment for the severely‘héhdieapped and, therefore, are one of the

*

‘major emplayers of the disabled. Over 145, 000 phy51ca11y and mentally
handicapped 1nd1V1duals were employed daily by the workdﬁeps in 1976
Second, increasing efforts to deinstitutionalize the mentally and
phySlcally handlcapped has led to a growing need for such’ workshops as a
means.of provldlng.productlve outlets for these individuals, as well as
Third, the sheltered workshoﬁs, given

~

Labor, may well become more integrated into the private sector and thereby

prOV1de inroads for the disabled into the private sector as well as provide

\

more diversified JObS at higher wages for the severely disabled.

The Sheltered Workshop Study, jointly funded by the U.S. Department of

Labor's Employment Standards Administration énd the Employment and Training |
. . v

Administration, was conducted in two stages: the first included a com-
1

prehensive surGey of all 1,80d certified sheltered workshops in the country

¢
*

-

4
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"~ § Whaw ds-the nature of sheltered workshOps\Emp&GYmEnt and

@

&, ’ ) ., 32
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in 1973 and the second included personnel interviews witfi~a stratified ‘

4 . .
sample of 3,400 handicapped cli®nts of these workshops in early 1976.°

4O

The three primary questions that ‘the study was desighéd to address were:>

’ ‘. . . ' A}
. ® "How héalthy are the workshops as an employment setting?
. ? 4

-~ "

- . ’
s

> dees the work being performed in the workshops provide

4 . workers with the type of trainipg that will facilitate

. »
v, ‘ .
4

- - the transition. to private sector employment?
Q .

[ 22N

* ¢ .. ’

e What types of restructuring should take place in the work-
shops system in order to make it more effective? '

. v

'Nhile‘the‘study was able to provide a fairly detailed description of the

nature of the sheltered workshops and the naturegof, their client popula-

tions, no simple answers emerged as to how the sheltered workshop system

. .

might“be'reformed.- The lack of clear policy.alternatives partially stem

N »

from the mixed messages and missions under which°the program operates,
4 .

Sheltered workshops are,'by definition, instructed to hire those individ-

.

uals who cannot, for whatever.reasr :, function efficiently in the private,

. profit-conscious sector. They are also told, however, that they should

pay their employees higher'wages and be successful.business ventures.

-
i

1U S. Department of Labor Employment Standards Administration and.
Employment and Training Administration, Sheltered Workdhop Study -- '
volume I: Workshop Survey (Washlngton, D.C.: U.S/ Gpv rnment Printing
Office) Juné 1977. y ! .
'Y

2 ' Sheltered Workshop Study -- Volume IIf Study of .
Handicapped Clients in Sheltered Workshop and Recommendations of the
Secretary (Washjngton, D.C.:- U.S. Government Prﬁitlng fice) March, 1979,

L N

0w °
. Interv1ew with James D. Brown, deputy Director, Employment Standands
Adm1n15trat1on DOL, December 13, 1979.

8
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‘ The ihapility to simultangously realize both of these objectives becomes

]
-
‘

!
clear as one reviews the study's major findings:

e e L
L’-( A- (
-

e The earnings of sheltered workshop clients did not keep pace

A,

over the 1973-1976 period with the 44% increase in the FLSA
A

oy

statutory minimumt wage, which rose from $1.60 to $2.30. The °
-y . : e

earnings of those employed in the work activities centers

ERRE

oy
A :
B ‘8
t 4
.
.
.

X
l . {generally the more severely disabled, and considered to be the

=

lowvest producers) increased from 34¢ an hour in 1973 to 43¢ an

- * N \Q

hour in 1976 (a 26% increase). Clients in the regular program

Xt

R

workshops (the higher producers) rose from $1.40 in 1973 to

$1.54 in 1976 (a 10% increase).
‘ i

LR N

B - L e X e o » St e, L -~ L, i o
. X . - . , 5 A
1 - y L i ]

e Physically handicapped clients, generglly considered the better

< prcducers, earned much higher éverage wages ($1.63) than the

RN

_mentally disabled clients (79¢). Because the physically dis-

abled comprised less than one-fifth of the workshop population,

“
however, average wages for tﬁe total population continue to be

Vo e s,

2
~ ~

low. ’ ‘

-a

“

e Primarily due to a lack of work, mdny clients were employed for

’

relat24ely short work weeks (under 20 hours per weék). In
b

PRI
T e

: ‘ 0 additior, the 1973 study reported that the workshops were
; Y substantially underutilized, with about one-half reporting
i . e . \, .

¥ unused capacity. -

e In general, thosé workshops that have been around the longest

\

were more likely to pay a higher wage, were more financially

sound business ventures, and were better integrated into their
*

g

.

- ‘-
>

.

. . communities, o

.
.

.
o
3

-
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v
\
2 0
v e -




St e BERE LR L A A R R R A S Bt A ¢ A

[

-

Clients with developmentél disabilities fmental retardation),

cerebral paisy, neurological disorders) cémprise &3% of the
workshops population. Also more than fourififths of the

clients have had théir disability for life. . -

1
-

State rehabilitation agencies are ‘the mgjgp source of referral , .
- ) ;

) . . .8 . .
for clients in training and/or evaluation programs and regular
program workshops, but schools, hospitals, institutions, and

- ) -
welfare offices are the most common source of referrals fPr
- .

-
-

work activities center clients.

Very few of the workshop clients were referred by ehployment and’

training programs operated with Comprehensive Empl§yméht and

.

Training Act (CETA) funds.

Sheltered workshops seem to be moving in two separate directions

S otw

simhltaneously: (1) furnishing of intensive, transitional ser-
L4
3 . . -
vices to higher functioning handicapped persons in training an
evaluation programs; and (2) providing long-term employment for

severely handicapped persons for whom work is only a part of a.

comprehensive therapeutic program in work activities centers.

- . e

@

Client disability is considered to be a major hindrance to main-

-~

taining regular, full-time employment for more than one-third '

. of the clients and a moderate interference for another one-

third. Disability is considered to have little or no effect"on
: \ . . .

the productivity of the other one-third.

A majority of the clients indicated that the workshop experience

[4

was beneficial in moving them toward a goal of employment outside




J ' ’ the workshop. Howevew, only 12% of the total workshop popula-

tion generally makes this transition. Seven percent of the

A
Y " work activities ceater workeys (the most Severely disabled)
made'the transition to private’ sector employment. Of those

. who are plaéed in unsubsidized jobs, only 10-15% are unsuccess-

ful in adjusting to their new employment settings.

. -

L)

In formulating their policy réconunendations, ‘Department of Labor Offi-

-

|
lﬂ "cials have stressed the need for sheltered work;hops to reach beyond the
| N ‘'very limited range in which they currently operate. At least one DOL o
l , official considers sheltered workshops as.primarily a '"holding facility" \
for deinstitutionalized mental patients. Participants in sheltered work-
shops are not only paid extremely low wages but also receive few, if any,
fringe benefits. Rather than being perceived as employees fulfilling a

™ e ? N .
job, they are perceived as clients being provided a service. To correct

|
i
l this situoation, DOL is encouraging the private sectQr to more'aggressively _ :
| seek out a;d hire the severely handicapped and to consider subcontracting
' to sheltered workshops as a means 6f meeting their affirmative action
. plans. Also, DOL is encouraging i}s Employment and Training Administra-

“tion (ETA), which monitors all CETA programs, and other agencies working

with disadvantages individuals, to explore the possibility of broadening

the population that could benefit from the workshop experience.1 The Sheltered

1One specifid proposal which has been raised is incorporating sheltered
assists a variety of hard-go-employ groups, such as welfare mothers, ex-
offenders, ex-addicts and youth in obtaining actual work experience. This
project and its possible expansion to include the disabled will be dis-

’ cussed in the following section.

l workshops into DOL's supported work program. At present, this project .




ERIC

Aruitoxt provided by Eic:
<

-

Warkshop Study also encouraged w;fkshops to take a more active role in
educating local employers regarding the value of hiring persons who emerge
from the workshop environment, and of helping such persons bridge the gap
between sheltered and coﬁpetitive employment.

In making specific recommendations to Congress, the study noted
that although the great majority gf‘the workshop cliénts are long-term
clients who do not obtain jobs in‘?egular industry, a substantial portion
of the federal money that goes to %?rkshops, directly or indi;ectly, is .
geared toward tﬂa\short-term clients. "Workshops will continue to have
weak programs, and earnings of the workers will continue to be inadequate
unless the workshops recéive greater financial assistance. Under present
conditions, most workshops cannot hire and retain competent staff in ade-
quate numbers And are unable to provide the equipment and working condi-
tions that would enable the workshop worker to make significant progress."1
The study notes, however, that such additional funding will need to be care-~
fully monitored to ens:.:? that workshops continue to place those individuals
ready for unsubsidized employment'and that the severely disabled, who
generally remaiﬁ in the program several years, benefit from program improve-
ments, job accommodations, and increased salary.
. Recognizing the inadequate salary provided to most workshops partici-
pants, the study suggests that a series of pilot dembnstration projects be
conducted to explore the feasibility of providing wage supplements for

/

those handicapped workers in sheltered workshops who are unable to earn a
minimum wage bechuse of the severity of their disability. The stzdy suggests

that the wage supplement payment be structured so as to provide an incentive

for clients to increase their productivity through gradual reduction of the

e
Al )

1Sheltered Workshop' Study -- Volume II, p. 10.
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.to hold down ‘his or her earned income."1 ¢

supplement as wages increase. The demdnstration projec£§ could be desigred
to answer the question as_to which is the best supplement to the disabled
person's sheltered workshgp income. "There are strong indications that
disability and public:assiétance payments may act as a disincentite to a

workshop employee who, rather than lose those assured payments, may attempt

v

- N ~

ADDITIONAL DEMONSTRATION -EFFORTS FUNDED BY DOL

L]

A fumber of limited demons;ration programs and research efforts have

. . )
been funded by DOL to further define successful strategies for facilitat-
ing the employment of the disabled. The following summarizes a sample of

these efforts, highlighting their key £indings.

\

o Employment of the Handicapped in State Civil Service (Pfoject Skill)

-

State of Wisconsin, Department of Administration2
Prcjéct Skill, which was initially funded in 1974, was an attempt .

by the State-of Wisconsin to alter its civil service system in a way that

would facilitate the inclusion of mentally retarded and emotionally dis-

s A

turbed individuals into the civil }ervice pay and promotion system. The
‘ }

- ' 1
specific objectives of the project were to see if (\) competitive employ-

ment and economic independence are more attainable when training and work
. s

adjustment actjvities are part of an employer's system; (2) a civil service

.
-

\ C
1Sheltered Workshop Study -- Volume II, py 11. The entire issue of
disincentives to «employment inherent in certain public assistance programs
is further explored in.Sectign II of this. report. .

-
s

2The objectives and(results of this program are summarized in U.S.
Department of Labor, Project Skill: Strategies and Techniques (Wash-
ington; DC: Research and Developmernt Monograph #54, DOL, Employment and
Training Admipistration), 1978

41




.- system can be gdapted to the émployment needs of less severely mentally

* retarded and emotionally disturbed persons; and (3) the rehabilitation 9;§-
cess is enhanced when the client is being trained for a specific available
job in a regular work sefting at the same wages and privileges as.persons
who are not handicdpped.. In order to realize these objectives, the Project
Skill.staff de;eloped jobs in state civil service hiring units, obtained
commitments for trainee positians, set up special civil‘service examining
procedures, and recruited eligible applicants. During its first two years
of operation, 105 persons were placed, 65 of whom had been diagnosed as

. mentally retarded and 40 as restored emotionally ill. Among the positions
filled were building maintenance helpers, laborers, clerical workers, food
service workers, and laundry workers. '

In developing the program, Project Skill staff found a number of ,

-

activities facilitated the successful placement of clients from both the

A

client's and .the employer's perspectives, These activities included:

.

e providing an orientation for supervisors in methods for train-
ing and supervising the target population and, in some cases,

providing actual on-the-job training assistance;

e providing appropriate orientation for co-workers to aid in the

. : . . L1
adjustment of the trainee to the work situation;

P

e providing follow-uﬁ contacts with both the trainee and the

supervisor. p

lone of the major obstacles to the successful placement of the partici-
pants was the attitudes of fellow workers who saw their own status down-
graded by the fact that a mentally retarded individual did the same work
as they did. These negative feelings were generally overcome, however, as
the workers got to know the program participants on an individual basis.

42
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e making provisions for job adjustment counseling for the client;

and. .
.-

e referring trainees to other supportive and volunteer services. -

.~

While the project initially cowvered salaries of the élients during the

training period (usually up to six months), this subsidy was discontinued

-

4

at the end of the federa) demonstration period. The decision to discon-

‘ ¢ [}

tinue the training subsidy was due in part to the termination of federal

funds. More importantly, however, the elimination of wage supports was

I CLL AT T 2Ll T e HE, S Ry
» . -
s g y pedds w— N
s :
. ) 5

possible because Project Skill trainees were able to perform at a level

that was very near that of employeés hired through traditional methods.1

The overall success of Project Skill is due not only to the general

structure of its program but also to the manner in which potential appli-
cants were screened. One of the strongest criticisms of the program is
that it tended‘to "éream" the most productive and job-ready workers from
local sheltefed workshops and other programs. Richard McAllister, the

- Project Officer for the study, said that even though Project Skiil began
with the most employable ciients, many of these individuals would not have
made the transition to unsubsidized employment, without Project Skill's
assistance.2 The State 6f Wisconsin was equally impressed with the suc-

cess.of the program and continued to support Project Skill following

e e

1Because Project Skill trainees were performing at levels equal to
the regular trainees, agencies were asked to pay for this productivity. P .
The Project's experience in not using subsidies has shown that agencies
will hire Project Skill trainees in regulafﬁ budgeted positions. However,
job development did become more difficult during the training period be-
cause potential employers had to find funding for the pesition within
their own hudgets.

Y
v

g
,
.
‘ I
.
.'l

2Interview with Richard McAllister, Project Officer for Projec: Skill,
pOL Employment and Training Administration, December 12, 1979.
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.. health problems, such as chronic dermatoses, nutritional anemia, obesity,

the termination of the demonstration grant through the use of CETA funds.

& Physical Rehabilitation and Employment of AFDC Recipients

Dr. Daphne A. Roe, Cornell University
4

The project demonstrated that persons who have marketable skills \

»

*

but who are currently uneﬁployed because of health-related worK\disabili-
‘ ‘- ] . 3 £ .
tieﬁygggn be returned to the labor market at minimal cost. Indlyviduals

who were eligible to participate in WIN programéibut could not due to

and back problems, were allowed into éhe employment program and simul-
taneously enrolled in a remedial program to address their specific health
problems. The demon;tration project found ‘that once the health-related
barrier to employment washaddressed, these individuals stayed on the job
longer and increaseé their overall employability. The study also found
that these gains were made at relatively minimal increases in the WIN pro-

N s . ‘
gram's overall administrative costs. . -

o Rearranged Work Schedules of Handicapped Employees in the Private

Sector
Rehab Group, Inc., ltr-l.i;lgton, Virginia
The project e;plored the impact of different.work arrangements for
handicapped employees. The study was conducted in one firm, Control Data
Corporaﬁion, and involved tﬁe work situations of eleven handicapped
employees and 109 non-handicapped employees who worked rearranged
schedules, Thesfion-handicapped workers were the comparison group. The
projcct, which was comple%ed in June 1978, coﬁcluded_that; (1) bdth handi-
capped and non-handicapped employees view flex&ble{working hours as highly

>

beneficial; they believe that morale was higher since establishing flexible

L >

L
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4

hours and that it was easier to keep doctor appointments, for'example,

. @

without being absent from work; (2) most were satisfied with their work;

and (3) their families were egually satisfied with their work arrangement.

- “

s e The National ‘Supported Work Demonstration

Manpower Demonstration Research Corporation, Mathematica Policy

o
-

- Research, Inc.

«

The Nation.. Supported Work Demonstration is an experiment to test

\

< e s
A X3 F
. - - Ny >
. ;

Y

the effectiveness of a subsidized work experience on the lives of people
?

with long-standing employment problems.® The current target populations

include female, long-term AFDC beneficiaries; ex-addicts; ex-offenders;
and young school drop-outs, many of Qhom have criminal records. While the

physically disabled population has not been included in the demonstration

effort, to date, some éhought is being given to including this subpopulation

R
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in future efforts of this kind.1 Primarily, the program would use CETA funds

t

to cover the.wages of handicapped individuals currently employed ifn

V.

s

sheltered workshops. (The use of CETA would allow for the wages in sheltered

workshops to be raised to minimum wage.) One benefit of this approach from

e

\ .
the Prime Sponsor's point of view is that it would facilitate the Prime

-

QE onsor's meeting their requirements to serve "x" number of handicapped
P g qQ PP
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individuals. —_— e

‘

o

AY

Under the supported work concept, individuals work in a very structured

R

setting for either a 12-month or 18-month period. At the end of this period,

W R AT
’ /-
* <

.graduation is mandatory, and the participants ideally will move irto un-

A IO T ey

e R LTI Y N

subsidized employment. Thé initial findings of the demonstration effort

Interview with Frederick Kramer, O{fice of Policy Research and De-
velopment, Employment and Training Administratior, DOL, December 12, 1979.
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‘are problematic, however, becauseispecific federal support policies

\

allowed program participénts to extend their involvement in ¢ﬂe program
or»éolreceive Special Unemployment AssistapFe (SuA) fq{ seyegfl months
following their termination from the supported work effort] While the
full impaci of this policy on the flow of participants into the regular
labor market has not beeﬁ determineg, the initial éueés by the‘firm con-
;;:tfﬁgfthe evaluation of the support wo;k effort is that it has been
"subst:mt:ial."1 -

The types of activities performed in these structured workshops vary

@

_ greatly, from recapping tires, to boat building, to furniture refinishing

to home repairs for the elderly. The primary emphasis in these:projects
‘

is to provide work experience as opposed to training, and to give partici-
pants the work experienée nec;ssary to se;ufe unsubsidized employment;

) .
Initial findings indicate that the participants seém to have little trouble
finding jobs at the time they terminate from the prograé; tgidate, roughly
40% have expérieﬁced a positive traasition. The typ§; of jobs thained B§
former suppoéted workers are mostly entry-level positions such as clerks,,

Ny

cooks, waiters, and factory workers. The overall average beginning work-
ing wége after leaving supported work is $3.95 per hour. The major .reasons
individuals do not experiequ a suchessful transition is employer attitude
and specific pathologies that’the individﬁal.has not yet overcome, Progrém
administrators do not know if the observed. "negative employer attitude"
would‘éxtend.to the disabled population, adding that under the current

program, these negative attitudes reflect mistrust toward ex-addicts and

ex-offenders.

1 [}

Mathematica Policy Research, Inc., The National Supported Work Demon-
stration: Effects During qhg First 18 Months after Enrollment, Report pre-
pared for the Manpower Demonstration Research Corporation, U,S, Department
of Labor. April 1979, Summary, p. ix. 46




PRIVATE SECTOR INITIATiVES FOR THB~DISABLED )

The growth of programs designed to facilitate the movement of the

disabled into private sector jobs has occurred not only within government
2

but also within the private sector. While the passage of Section 504 has

B e R I N et
3 R <. L
. ‘ ’ R ‘ e
ran hariatgay e [ raamany
- * re .
s T

1% R

forced an increased awareness on the part of many private agencies of their

responsibilities toward the handicapped, private industry, business asso-
PP ] Y

-

C1at10ns, and labor unions have undertaken demonstratlon efforts and pro-

2

et

T L Auer?
-l ' '- ' -[
» 4 o ‘

moted policy changes on a voluntary basis. For example, in establlshlng

T, L S
'-

its Private Sector Initiative Program, the Employment and Training Adminis-

tration obtained the cooperation of national employer organizations and

labor unions.1 The National Alliance of Business worked with ETA to set up

Ay

-' - : ’ : : )
. A . . . ! .

Private Industry Councils and to assist Prime Sponsors in developing new
. activities to promote additional private sector involvement in CETA. The

U.S. Chamber of Commerce and other business associations also assisted in

¢ »

. - getting the program implemented at the local level. On the lapor side, the
N “a
Human‘ Resources Development Institute of the AFL-CPO is providing technical

‘Assistance to Prime Sponsors in obtaining the required union representation
. \ .

- on each Private Industry Council.

‘% On a smaller scale, there has been a growing trend for industry to

become more directly 1nvolve3vln the rehabilitation of employees suffer-

. ing from mental, emotional, or physical handicaps. Accordgng to Paul Ashton,

rehabilitat™®on program supervisor for the 3M Company, the major reasons for
. )
. cas . . . 2 ~
. these internal rehabilitation developments includé:

-

;_’-.ﬁu \/”?J »

. L ‘{. ) 1Engployment and Training Report of the President, p. 48.

LA

l 2Paul C. Ashton, "Rehabilitation in a Major Corporate Setting," .
C «Journal of Rehabilitation 45:3(July-September) p. 26.
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1. The rehabilitation staff is on the scene and can more readily

. L3

identify employees who may require help, even if these per-
s - . g
sons have not been referred for assistance. ’

: ) Con .
2. The staff's knowledge of the inner workings of the company

o

vy w T

enables them to find potential job opportunities for -

habilitated employees.

- -
-
-

- . t \:;/
3. The staff can provide important follow:up sérvices to assure

-

that rehabilitated emplbyées are performing useful work.

Ashton goes on to say that any company that employs over 1,000 individ-

2 .
uals” can enjoy legal as well as moral benefits from establishing an in-

ternal rehabilitation program. "When a worker becomes injured, ill, or :

otherwise incapacitated, the mployer and worker alike become acutely

be compensated during the incgpacity and usually wants to get back on the job.

If this can be arranged, the company can reduce its insurance and related
costs (legal obligations) whlle helplng the worker and his or her family

(moral obllgatlons) adjust to permanent or 'temporary changes resulting

|
from the disability. n2 . .

-

The 3M program is conducted by a profe551dﬁa1 trained supervisor who
\‘gu

chairs a Rehabilitation Committee, representing the various key depart-

\

ments concerned with employee benefits and performance. These include,

ey

among others, representatives of the firm's personnel department; employee
Y - .

Sae L

aware of the production which has.been expected. The emp.léyee wants to I
g "

1Firms with fewer tham 1,000 employees may find it more economical
to contract with private rehabilitation services to assist eir disabled

employees.
. , »

2Ashton, op. cit., p. 27. :

-
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benefits and services department and medical department. JIn general, the

-]
®. . procedures followed in the 3M program include: Coe
. e referral to the committee either by a supervisor or by self;

interviewing by a trained counsélor, during which time the
type and extent ,of the handicap 1is discussed and an assess-

ment of his or her émp%syment interests is made;

Y
a v -

reviewing these findings and outlining a rehabilitation”

» '

program;
- ld

exploring the various options with the client, determining

. .

_if he or she can return to the original job or if an alter-
. H

native job is required; and

following-up with both the client and his or her super-

* visor in the new job placement.

When the 3M program was reported in the Wall Street Journal (September 15,

1977), the company received requests for further information<from 300

companies and 700 private insti;utions, agencies, and individuals.1

Ig addition to t

e

.

ing internal rehabilitation efforts, the provision of rehabilitation ser-

vices by specialized, private sector sources has gained growing acceptance

in recent years. Small firms or largé firms.that have chosen not to

establish a formal rehabilitation unit can draw on a wide range of

private suppliers of rehabilitation 'counseling, therapy, and specialized

training.

7

1Ashton, op. cit., p. 29. ,

?e growing number of companies involved in establish-

Whilé the specific’ number of these agencies is not known, expgrts
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-insurance agent. "Much of the savings to insurance and industry is in the

o
(o238
*
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g
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. . )
in the field believe that more than 25,000 persons are employed in some

fhay

aspect of this type of service, and that over 500,000 disabled persons

s Pt S ey

are provided services eyery year through private reﬁabilithtion.sourcesf}
t -

e

4

.
<
;- -‘ -‘

Interest in‘such agencies can be found not oitly within the industrial
“ ) -~
sedtor but also among insurance companies, who stand to gain considerable

- »

monetary benefits from returning disabled individua1§ to active employment.

When a worker is injured on the job, maximum medical recovery at the earliest

Yt o

possible time is the first objective of both the employer and the firm's

- 4

medical area, since under most coverages and exposures there is liability N\

: . 2 s ‘s . "
fog@pnl%mited medical expense."™ Besides providing an option to achieve
"l

. .
cost containment, insurance and industry have™a¥so found that the provision
. . o

of rehabilitation services enhances employee relations.:

R A Y

s

PP

While industry and insurance companies have an obvious vested inter-
¥ L]
est in such rehabilitation activities, the various labor unions are also

recognizing the need to pay particular attention to ensuring that employees

5B NS TS I E G e
. N o «
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injured on the job have maximum opportunity to remain J%ployed.‘ Under a

grant from the Rehabilitation Sexvices Administration, the Amalgamated
» . .

Clothing and Textile Wcrkers Union (ACTWU) developed a model unio% program

-
3 pry -
I L

for handicapped meml;e’rs. and job-seekers. The experience of this demon- l:
stration effort found that unions can contribute to: (a) maintaining z
their present members in the work force followiné the on;et of disability; . I
) returq}ng to the work force uqion members who have withdrawn from it
due to disability; and (c) promoti;lg the new entry of handicapped persons I
lcec:gc Welch, "The Relationship of Rehabilitation with Industry," ‘ l’*
Journal of Rehabilitation 45:3(July-September) p. 24. g
c, . :

Ibid., p. 25.
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into unionizgy jobs.l The ACTWU model, which has general application to
b ,

various union-employér settings, consisted of four components:

e Case Identification: including self-reports of disabili-
ties through in-plant.surveys, individuals identified as a
,result of reviewing ACTWU disability insurance claimants
supplied by the union's insurance carrier,and refe;rals by
supervisors, management, and the uﬁion's social service

division. . ' .
r

-

o Social Services: including an intérvie& with all clients
by a trained rehabilitation counselor to determine éhe ex-
tent and impact of the glient's disability, to identify the
client’s employment 'interests, and to éevelop a comprehen-

sive rehabilitation program, drawing on local public and

privaEe rehabilitdtion services,

e Union-Managemgnt Efforts: including joint ccnduct of an in-
! plant survey to detérmine the extent apd nature of the
. company's.disabled population, cooperation in documenting
the types of accommodations that have élready been made to
facilitate the re-employment of disabled workers, and co-
operation in promoting the additional employment of new

handicapped workers. .

- ' 2

k)
1Enteen, Robert, Madeline Tramm, and Roger Herman, "Unions and
Affirmative .Action for Handicgpped Individuals," Rehabilitation Litera-’
tare, 40:7, p. 196.

2

Ibid. :
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e Education and Publicity: including all publications and pre-

sentations that explain the *service model and document its

success.

While the union was able’to facilitate the retention of workers injured
on the job or through other circumstanées, its efforts to actively_re-
cruit.already handicapped workers was limited by a number of faétors that
illustrate the types of problems most unions would face in.attempting to
-adopt such a program: First, the country's generally slow economic
growth has résulted ih’%eJer new job openinés. Thisllimited number of new
jobs reduces the flexibility of both the union and the employer in creat-
ing job opportunit;és for the disabled. Second, and perhaps more signi-
ficant from the union's poinZ of view, is the need to first provide jobs
for current union members who may be unemployed due to lay-offs or entire
N

plants beiné closed:' "Where a large shop has closed, there is generally a

surplus of experienged job-ready workers, including some with skills

"

ordinarily in Short supply. Should new jobs become available, it would be
the responsibility of the union first to find places €6r their present

members s and only afterwards to nromote the new hiring of handicapped

pcrsons."l .

.
-
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REHABILITATION SERVICES ADMINISTRATION -- DEPARTMENT OF EDUCATION

The prinéipal federal agency concerned with the provision of voca-
tional rehabilitatioy services is the Rehabilitation Services Administra-

tioni(RSA) locatéd.within the Department of Education. Although RSA does
~} .

. ?
vision of such services through its subsidization of state vocational
1]

N
rehabilitation programs and a variety of contractors and grantees con-

W

ducting research, training; providing client services, and facility pro-

. grams. The most important of the RSA programs is its support of state re-
. -t \

]

|

|

l . . not provide direct services to the disabled, it does assist in the pro-
|

|

l habilitation aéencies. These agencies axe usually independent agencies of
\ - vocational reﬁabilitation;r- general, blind, or combined. Sometimes the
agency is administered as part of a larger state department, usually the
department respohsible for vocational education. Through'f&;mula allot-"
ments based on the State's population dnd fiscal capacity (measured by

v

- ‘tion services.
1)

’ ‘ per_capita income),RSA augmenfs state appropriations for direct rehabilita-

In order for the disabled individual to meet the eligibility criteria
of the federalistqte rehabilitation program, he or she must suffer from a
physical or mental condition which is stable or progressive and produces

a loss of function or a limitation on activities. Because of this dis-

- ~
*r

ability, the individual is substantially handicapped in his or her ability

to find. employment or is forced to remain on jobs which are in some way

unsuitable -- part-time, unsafe, underproductive. In addﬁtion, there must

the individual to engage in gainful vocatiénal activity -- remunerative

employment, sheltered employment, unpaid family employment. It is important

' be a reasonable expectation that the rehabilitation services will enable ’
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Aruitoxt provided by Eic:

" or too old, those whose medical condition is deemed so severe that voca-

50 ‘ , :

to note that on the basis of these criteria, there are limitations on the
clientcle to whom Tehabilitation services will be extended. The eligibil-

ity determination could be expected to disqualify those whose medical con-

.~

. .
..
- -“- -"
. v
N

N

dition does not impede vocational activities, those who are either too ydung

tional rehabilitation is a remote possibility, and those for whom voca-

P ST

tional activity is not the desired goal or for whom the vocational goal is
unrealistic. Special provisions in the 1978 act added authorization fer

independent living services for severely disabled. However, appropria-

<

tions have been limited to grants for only 10 new IL projects.

The determination of eligibility is made by the vocational rehabilita-

tion- counselor on the basis of medical, psychological, economic, social
and vocational data which is gathered from interviews with the prospective
client, medical examinations, vocaticnal interest test and other diag-

nostic instruments.

After an individual is admitted to the program, the client and
counselor jointly map out a rehabilitation plan based on the information

) .
brought out in the initial interviews and testing as well as on the client's

vocational aspirations. The Individualized Written Rehabilitation Program
(IWRP) consists of a detailed outline of the steps required to reach the

vocational goal, including services provided directly by the rehabilita-

tion agenpcy and state-operated rehabilitation centers as well as those

>

goods and services which must be obtained from other public agencies

and facilities or purchased from private vendors. The counselor monitors

-

the provision of services, counsels the client, and acts as the client's

advocate in obtaining services. As the plan is completéd, the client usually

L
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is provided assistance in job placement when the goal is compixitive em-

b3

ployment. Once the client is on the job, the counselor continués to con-

sult with both the client and the employer. Only when the client has

F b oty

~

.

et e CREE S 2
m ‘ A-/ - e-‘
‘

v .
maintained employmént for at least sixty days can a case be closed as

.

e

successfully rehabilitated.

Special note must be made here of the client's prominent role in de-

.

signing the rehabilitation plan. The primary emphasis in the direction
. and goals of a rehabilitation plan is geared to the individual's needs and

aspirations and not tn the specific demand of the labor market. In this

¢

type of client-centered approach, the counselor's role is twofold: to act

-

both as an advisox on the general and specific aspects of the rehabilita-

S C

1

tion plan and as a broker in obtaining the services necessd%? in the imple-

mentation of the plan. This focus on the client's needs differs from the

LS
1

*
4r

i PR x e - .

~k oy

focus of the previously discussed DOL-sponsored activities which place a

» ’

heavy emphasis on first determining labor market conditions before construct-

'

ing a training program.

Al

The range of services which 'is incorporated into a rehabilitation plan

depends on the individual case. Basic services which are available, when

s

appropriate, include:

\

e restoration or amelioration of the disabling condition

- »

~ through medical, surgical and hospital care; related

therapy, and the provision of pro;theticdéppliances.

e income maintenance and transportation during rehabili-

tatiop; ..

[ J
L]
)
.

-~ .

counseling, guidance and training serviges;
. .

1‘ Q- : : ' ‘ ﬁ
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e tools, equipment and licenses necessary for employment or

the establishment of a small business, as well as initial
stocks, supplies and management guidance in setting up a

small business;

o reader and interpreter services for the blind and deaf,

respectively;

e services to the family of the handicapped individual when
they will make a substantial contribution to the client's

rehabilitation; and

e placement services and follow-up services to help the re-

habilitant maintain his employment status.

The Basic Support program, in addition to furnishing counselors .and these
direct services to clients, includes pr;visions for the establishment, con-
struction or improvement of fehabilitation facilities. In fiscal year (FY)
1978 approximately $760,500,000 was appropriated for the Basic Support Pro-
gram. More than 1.5 million persons were served and it is estimated that

286,000 were rehabilitated.

In addition to the Basic Support program, various projects have been
supported through the RSA discretionary fund programs. Some of RSA's dis-
cretionary programs were transferred in the 1978 Act to the Naticnal Insti-
tute of Handicapped Research (NIHR). Most retainuthe same staff and mandute.
Following is a description of the purpose of each program according to its
legislative mandate. In the list, titles with double asterisks indicate pro-

grams currently housed in NIHR.1
1) PROGRAM AND PROJECT EVALUATION

The mission of evaluation in RSA is to: {a) direct and implement RSA

responsibilities related to studies and evaluation of state agency programs

1Project Standards for RSA Discretionary Programs: Final Report.

Berkeley Planning Associates, 1978. (This report was prepared based on
the 1973 Act.) 56
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and projects in vocational rehabilitation, (b) develop and implement
evaluation standards required in the evaluation of the State/Federal
vocational Rehabilitation program and discretionary, projects, (c) develop
the evaluation strategy for RSA in concert with Central Office and Regional
R&E Office staffs,~and (d) provide technical assistance to Regional R&E
staffs and the states in carrying out their evaiuatipn functions (P.L.
93-112, 401, Sec. 130).1

The Rehabilitation Act of 1973 required all progr;ms to be evaluated
to determine their effectiveness in achieving prescribed goals, their im-
pact on related programs, their structure and mechanism for the delivery of
services and the relationship of these factors to cost. The Act required an
annual assessment of the priorities to which évaluation effort should be
directed and review of research and demonstration projects. Finally, states

are required to annually evaluate their activities to meet VR program goals.

L]

2)  REHABILITATION RESEARCH AND DEMONSTRATION **

The Research and Deﬁonstration‘(R&D) program authorizgd under Section
202 of the 1973 Act is an umbrella funding vehicle for Research and Trajning
Centers (TRCs); Rehabilitation Engineering (RE); Spinal Cord Injury Re-
séarch, Demonstration and Services (SCI); End-Stage Renal Disease Research
and Demonstration (ESRD); and International Research, Demonstration and
Training. These projects are discussed individually in other sections of
this report. Here, the focus is on the overall characteristics of the R&D
programs.

According to-the authorizing legislation, R&D grangs are "for the pur-

~

pose of planning and conducting R&D and related activities which bear

1This draft report includes references to the 1973 Rehabilitation Act.
Subsequently titles and section numbers have been changed, in the compila--
tion of the Act and the 1978 Ameydménts.
. . 55:7
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directly on the development of methods, procedures, and devices to assist , :
in the provisign of VR services to handicapped individuals; especially ) - :
the most severely disabled." The federal regulations further emphasize 13
that R&D projects should have direct and primary impact on the service . »i
delivery system. ‘é
3)  REHABILITATION RESEARCH AND TRAINING CENTERS (**) B
The 1973 Act as amended greatly expands the purpose and scope of Re- o
search and Training Centers (‘(,R-TCs). The legislation supplies both a chal- lf

lenge and an opportunity for RTCs to increase the scientific and technelogical

3

§

)

:

kY
information 1n the field of rehabilitation and impact services to handicapped l*

o ml».

The Rehabilitation Act of 1973 authorizes Rehabilitation Engineering Center

An evaluation of the RTC program was recently conducted by Abt Associates.

3)  REHABILITATION ENGINEERING CENTERS (**)

‘-A e

(REC) grants under Section 202(b)(2) and individual project grants under

Section 202(a) (1).. The purpose of this program is to develop and integrate
medical, engineerihg, and related services to resolve vocational and self-
care problems of the severely handicapped. Another purpose is the develop-

ment of information exchange systems and promotion of engineering research

utilization.

Y




|

I'g

ey

SrEre e . sl 7
l—- ‘ e-

UL St L e
:-' .‘Z’

2y 7 e
4 g ve

3
N

BRI

!

SPPENPISCEN p 1 " e e e < TP A ~ P .
¢ v
- .

55 . «

In FY 1976, $4,127,789 Was expended by RSA to support eight RECs
while $2,122,108 was allocated to individual projects. The latter sum
- . \/)

included $1 million for rehab%fitation engineering research conducted in
Research and Training_Centerg( In addition to domestic RECs, inter-k
national projects are funded abroad in Poland, Egypt and Yugoslavia. The

REC program was evaluated in 1977-78 by Berkeley Planning Associates.

[3

5) END-STAGE RENAL DISEASE (**) . -

Authorized under Section 7(12) of the 1973 Rehabilitation Act,/this proéram

provides funds to state agéncies to expand rehabilitation services to per-

-

sons suffering from end-stage renal disease (ESRD). While the primary pur-

pose of the grant is to assure that states develop policies to extend

o

regular VR services to this, group, the legislation recognizes that special

medical services are often necess?-~ to support client pﬁrtibipation in
vocational rehabilitation ac;ivities. A brokram of research for end-stage.
renal‘disease is authorized under Section 202(b)(4) of the Rehabilitation
Act while Innovation and Expansion Grants are available under Section 120.
Finally, Speci;i Projects and Demonstrations, authorized under Section 304,
may also be utilized to benefit this group. Service to this disability
group and the Sectipn 202 research for end-stage renal disease are dis-

cussed below.

6) INTERNATIONAL PROGRAM FOR REHABILITATION RESEARCH, DEMONSTRATION,

AND TRAINING (**)

The Rehabilitation Act of-1973, as amended, and implementing regula-

tions specify that:

v . fsf)




The Secretary may make grants to pay all or part of the cost

of a program for international rehabilitation research, demon-
stration, and training for the purpose of developing new know-
ledge and methods in the rehabilitation of handicapped individuals
in the United States, cooperating with and assisting in developing
and sharing information found useful in other nations in rehabili-
tation of handicapped.individuals and initiating a program to ex-
change experts and technical assistance in the field of rehabili-
tation of handicapped individuals with other nations as a means

of increasing the levels of skills of rehabilitation personnel.

~
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This agency has had a cooperative international research and demonstration

program in selected countries since.1961 under P.Lé 83-480 auspices. This
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cooperative program provides grants in local currencies to support research

activities by government and non-government organizations in countries where

U.S.-owned "excess currencies' are made available for research'in the field
¥,

R

of rehabilitation.} Such projects have been carried out in close -collabora-

s - .
‘- -
by PIERTES

1
|
Her axe

tion with U.S. scientists representing many rehabilitation programs_in uni-

P

!

versities, centers, and facilities. "This has been made possible 1arge1¥

through an jinterchange of experts progran.

LY
'

7) REHABILITATION TRAINING

- 5

< -t

Rehabilitation Training is intended to fill the need for tra%ned per- -
sonnel in all fields contributing to the VR process. Section 203(a) of the

Rehabilitation Act of 1973 authorizes grants or contracts for support of
! .

1'I'he Special Foreign Currency Program provides for financing of re-
search and demonstration projects with US-owned foreign currencies geqprated
by the sale of US agricultural commodities, which exceed amounts needed by
the US government for meeting Embassy and other primary requirements.
These projects address problems of mutual concern to both the US and appli-
cant governments and these proposals are officially sanctioned by the re-
spective governmeats. Countries in which projects have been approved in-
clude Brazil, Burma, Egypt, ‘Guinea, Isrdal, India, Morocco, Poland, Sri .
Lanka (formerly Ceylon), Syria, Tunisia, Yugoslavia, and Pakistan. °
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long-term training in established fields; Section 100(a)(2) provides short-
term training and instruction in technical matters related to VR services,
and funding to establish and maintain research felléwships in technical

matters related to VR services. ’

8) HELEN KELLER NATIONAL CENTER FOR DEAF-BLIND YOUTH AND ADULTS

The Helen Keller National Center (HKNC) was authorized to be estab-

‘lished and 0pérated by a public or nonprofit agency in the 1967 Amendment

to the Vocational Rehabilitation Act, and is currently operating under
authorization of Section 305 of the Rehabilitation Act of 1973. The pur-

pose of the Center is to demonstrate methods of providing special services

for the rehabilitation of deaf-blind persons, to conduct research and to

~_expand_and improve services to this population. Facilities were completed

in 1976 and consist of the Research, Training and Administration Building,

a Resident Building, and a Vocational Building.
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9)  SPECIAL PROJECTS AND DEMONSTRATIONS: IMPROVED SERVICES TO THE

.
.
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SEVERELY HANDICAPPED ‘ . : -

Purpose: The projects authorized under Section 304(b)(i) of the Re-

L.

habilitation Act.of 1973, as amended, ;re intended to expand or otherwise
improve VR services to groups of severely handicapped iﬁdividuals, inclu&-
ing specifically the older blind, the deaf who have not achieved their
maximum vocational poté%tial, the spinal cord injured, and more recently
the mentally ill (three projects in FY 77), multiple sclerosis, cerebral

palsy and epilepsy (all priorities set for FY 78). Spinal cord projects,

’-‘ -"
. 3 L e ST LA

which utilize the bulk of 304(b) (1) funds, are also discussed in a separ-

ate section. It should also be pointed out that Developmental Disabilities l"

i..

is not specified as a target group for this project within the Act; how--

\

ever, this group was written into the regulaticns to ensure that certain

3

3

grants made under the old 4(A) (1) authority were temporarily maintained.
Grants under this program may be used to pay all or part of the costs

of projects including re;earch and evaluation ané the establishment of

programs and facilities which hold promise of expanding or otherwise im-

proving rehabilitation services. Generally, the grantee pays at least 10%

of the project costs.

!
- . ;S . f
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10) SPECIAL PROJECTS FOR INDIVIDUALS WITH SPINAL CORD INJURIES

Funds are authorized for research and special projects and demonstra-

-, _ e " g s E
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tions for ;rograms aimed at the high priority population of paralyzed and

other spinal cord injured (SCI) persons. The SCI Model Systems programs

L4

is being demonstrated through eleven Model Spinal Cord Injury Systems.

SCI research projects have been funded to explore new technology develop-

-

ment, evaluation of transitional living programs, and clinical approaches

-

to treating and preventing complications of the spinal cord injured.

11) SPECIAL PROJECTS AND DEMONSTRATIONS: NEW APPROACHES TO SERVICE

DELIVERY: MAKING RECREATIONAL ACTIVITIES ACCESSIBLE TO THE

. DICAPPED

1
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Under Section 304(b)(3) of the Act, grants may be made to pay for all

[

* ]
or part of projects (and research ard evaluation in connection therewith) :

for operating programs to demonstrate methods of making recreational activi-

R

. ties fully accessible to the handicapped. This program has no appropriation

currently.

g

)
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“12) SPECIAL PRQJECTS'AND DEMONSTRATIONS: GRANTS FOR SERVICES FOR HANDI -

CAPPED MIGRATORY AGRICULTURAL WORKERS OR SEASONAL FARMWORKERS
&

" The purpose of conducting special projects or demonstrations for
handicapped migratory agricultural workers, or seasonal farmworkers, is

to provide vocational rehabilitation services for these workers and members

fe ©

of their families (whether or not hahdicapped) who are with" them.

13) PROJECTS WITH INDUSTRY

’

These projects, discussed more fully in the previous section, are in-
tende? to prepare disabled anc severely disabled persons for permanent
employment in the p:iyatg~gom§etitive labor market, via training and en-
ployment in a realistic work settiggéhéizfportive services necessary to
reach this goal are incorporated int 1is ﬁrogram. Projects With Industry
(PNI) was initiated with the 1968 Amendments to the VR Act, and was in-

corporated into the Rehabilitation Act of 1973 (P.L. 93-112), Ser. 304(d).
and is currently included in Title II, Part B, Section 201 of the Amend-
ments to the Rehabilitation Act of 1973.

During <the last half of 1973, 1063 out of 1724 or 62% of the disabled
persons were placed in jobs with industry, at a cost ;f $1000 per place-
ment (a reduction of $265 over the previous year) compared to $2137 in the
State-Federal VR Program. In FY 1976, 2000 out of 2700 disabled individ--
uals (74%) provided with services were placed in jobs in:competitive em-
ployment following éompletion of their individualized programs. In 1977,
3600 handicapped individuals were placed in employment, out of 4800 served,

for a 75% placement rate. The federal cost was $§3.6 million. In 1978,

4500 were placed, at a cost of $4.S million. However, given the likelihood

- 64
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that clients have utilized other services (e.g., physical restoration)

during these years, these cost estimates may be underestimated.

14) CLIENT ASSISTANCE PROJECTS
Client Assistance Projects are pilot projects authorized to help VR
clients and client-applicants to (1) overcome problemg‘they may be having

with the VR service delivery system and (2) better understand available ser-

. -

vices by providing counselors to inform and advise clients in the project
area of all benefits available to them under‘the Act. The eleven initial
projects have been expanded to 37. An evaluation of the CAP program was
conducted under contracé to Juarez and Associates. Section 105 of the Re-
habilitation, Comprehensive Services, and Developmental Disabilities Amend-
ments of 1978 eliminates restrictions on the number of client assistance
projects and increases funding to 3.5 million for each of‘funding years.

Also, assistance to handicapped individuals has been expanded to include

\
legal and administrative assistance.

15) INNOVATION AND EXPANSION \

The Inﬁovation and Expansion Program (I§E) funds .ide variety of
_direct and-indicht services to £h; most, severely disabled and Qtﬂér dis-
abled individuals who have unusual or difficult problems in connection with
their rehabilitation. Of particular concern under this program are the

disabled poor whose treatment, education and rehabilitationis shared by

the state .agency and other agencies,

| SO X . s . .
This is based on subjective reporting and more uniform evaluation
systems arc now being developed. N
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Grants are made for the purpose of planning, prephring for and

initiating special programs under the State Plan and are determined by the

PR

e s S

formula as specified in the Act.

[

16) COMPREHENSIVE SERVICES FOR INDEPENDENT LIVING

* Title I1I, Section 301 of the Amendment %o the Rehabilitat&on'Act of

1973 authorizes grants to be supplementary to VR services grants to provide

T

independent living services to persons too severely disabled for gainful

employment but who may benefit from services which will enable them to live

and function independently. Requirements and provisions of Title III are

IS BN N EE -

summarizéd as follows: g
e authorizes allotments according to population, but at least
. $200,000; B} l
. requireé_state plan for three year period; .
1
e requires description of s§rvices to be 9rovided; they may v

include regular VR services, but also, attendant care,

‘physical rehabiltation, therapeutic treatment, etc.

>

I .
.

e provides for grants for independent living Centers to offer

¥

the services described in State plan;

. . g I,
e provides for gragts to States for establishing systems to

protect and advocate rights.of the severely disabled;

¢ provides for grants to States for independent living ser-

vices for older blind individuals; and

¢ recquires each recipient of grants under this Title to tvake

affirmative action to employ qualified handicapped individuals.
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4:> ) II. EMPLOYMENT BARRIERS FACED BY THE DISABLED

Despite all of the programs and all of the legislative intitiatives,
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the fact remains that the handicapped continue to represent a dispropor-

tionate share of this natidbn's unemployed. In 1971, 72% of the disabled

v

males aged 20 to 64 heid jobs, compared with 98% of the nondisabled, and
while 73% of the nondisabled had fulli-time, full-year jobs; only 36% of the
disabled were able to obtain this type of job security.1 Many would argue
that such figures are appropriate because.a certain percentage of the dis-
abled are not able, for a variety of reasons, to work an eight-hour day,

five days a week. However, the U.S. Bureau of the Census reported’that only

4
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13% of the persons between 18 and 64 years of age indicated that they had a
health condition which limited the kind or amount of work they could verform,
and over half of these indicated that the limitation did not prevent them
from holding regular, full-time jobs.2 \ﬂﬁle the reasons for the disabled
jobs are many and vaFied, and include a number of féctors which are not sub-

ject to policy manipulation, it is clear that certain hiring practices on

[ v

o

the part of private employers, unfounded fears regarding the productivity

1Sar A. Levitan and Robert Taggart, Jobs for the Disabled (Baltimore:
Johns Hopkins Press) 1977.

.
“U.S. Bureau of the Census, Current Population Reports, Series P-20,

No. 334, "Demographic, Social, and Economic Profile of States," Spring 1976

(washington, D.C.: U.S. Government Printing Office) 1979, Table 30, p.'78.
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. : and employability of the disabled, concerns over the need to undertake
costly job modifications to the work site, and fears of increasing fringe

‘benefit costs all work together in creating far less than a positive environ-

ment for handicapped job applicants. As reviewed in. the previous sectlons,

a number of the existing employment prograns developed to enhance the employ-

T .4

e

ability of the dlsabled have 1nd1rectly addressed the need to work closely

with private employers in e11m1nat1ng stereotyped images of what the disabled

can and cannot do on the job. Also, these demonstration projects have begun

. to identify those strategies which are most successful in faciiitating the

1)

placement process, such as beginning with a comprehensive job analysis of

v

,
IR I N
X : ' '

local labor conditions and then training individuals for specific job openings
. i -

|

as opposad to generalized training efforts and providing certain ongoing

supportive services to clients following the actual job placement.
, In order to effectively move beyond these limited, demonstration efforts,

a greater understanding ofy the existing barr}ers to employmene faced by the
-

handicapped is necessary. The following section, therefore, explores the

current state-of-the-art regarding the four specific barriers originally

cited by the Government and which form the framework for Berkeley Planning

Associates' research effort. Specifically, these issues include job modi-

fication, work productivity, fringe benefits, and employer hiring practices,

Before directly addressing each of these earees, a more generalized discus-

sion of thée current literature in the area of disabled employment concerns

) ] - -
P A R . s ’ ‘

and barriers is presented.

-

THE MINED MESSAGES OF THE LITERATURE

The literature itself is confusing and complex. In what is probably

the most popularly cited recent study, Sar Levitan and FNobert Taggart conclude:




'

4
"Employer surveys evidence a general reluctance to hire
the disabled when nondisabled workers are available. Many
employers believe there are higher costs, such as increased
workers compensation expenses or inflated medical-and life
insurance premiums. Although most believe that the disabled
will be more reliable, they fear involuntary absenteeism
and turnover. Another consideration is the lack of flexi-
. bility in job assignments and the difficulty of promoting."

"A number of studies of the job performance of the disabled
. : bave sought to prove that these views are irrational and dis-
criminatory. Yet the performance of the carefully screened
disabled persons who find work is not necessarily indicative
of the potential of others. Moreover, the existence of a
few productive employment opportunities for disabled workers
does not prove that there is a large number of additional
jobs they could fill. Whether based on reasonable best
guesses by employers or on an unreascned bias against the
mentally and physically handicapped, the attitudes are
facts of life that will be difficult to change. Publicity
campaigns to encourage the hiring of the disabled have not

'l met with much success."l

The footnotes cited as evidence by Levitan and Taggart are solely the
report of The Urban Institute widely known in the vocational rehabilitation

ficld as the "Comprehensive Needs Study' and one other small study in the

-

Los Angeles area. The Urban Institute's award-winning Comprehensive Needs
Study summarizes some 30 different studies during the past few decades con-

cerning employer practices and labor market conditions for the disabled and

|

conclydes that:

No study comparable to the 1948 Department of Labor study
[which examined the employment records of 11,000 impaired
and 18,000 carefully matched unimpaired workers and found
that the impaired had comparable productivity and absentee-
ism rates and fewer disabling injuries on the job] seems to
have been done since. What evidence has been presented more
recently on performance rates of disabled workers has_gener-
ally been consistent with the flndlngs of that study.-

&

Ybid., p. 8.
2The Urban Institute, Report of the Comprehensive Service Needs Study

("ashington, D.C.: Report to the Rehabilitation Services Administration,
U.S. Department of Health, Education and Welfare, June 1975), p. 319.
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Virtually all the studies on employer attitudes have found
that large proportions of employers disfavor hiring dis-
abled people. There are strong indications that these
attitudes are in large part based on nonrational negative
feelings -~ prejudice, in other words -- rather than on
realistic fears of low productivity, high absenteeism,

and high insurance rates.

Berkeley Planning Associates at the time and subsequently upon re-review
during the past few weeks of the studies cited by The Urban Iistitute report
concurs with the conclusion about productivity but dissents from the findings
concerning employer attitudes. While there are a few studies which found
negative employer attitudes, our literature review suggests a preponderance
of studies concluding that employer attitudes are not negative toward hiring
the disabled, and that the large majority of employers do not perceive the
disabled to be less productive, have higher absenteeism, or require more/
costly insurance.2 Employer attitudes and perceptions do indicate a limited

L}

assessment of the ultimate empioyment potential of the disabled.

Ybid., p. 324.

“Although formal research studies do tend to find that employers
generally do not have a strong prejudice against the disabled, many of
those working in the state Vocational Rehabilitation and Job Services
offices will argue that objections to hiring the disabled are indeed
present in the private sector. Doris Woolley, handicap specialist for
DOL's Employment and Training Administration, said that while most employ-
ers will tell you they have no problem hiring the disabled, when faced
with an actual applicant for a specific job, many will produce a wide
range of reasons why this particular individual is not well suited for this
particular job. 1In its Placing Handicapped Applicants: An Employment
Sfervice Pandbook, ETA administrators concede that ''placement of the bandi-
capped is often inhibited less by the handicap of the job seeker than by
the fears and reluctance of the prospective employer." (p. 5)
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Sometimes studies even in the same labor market are contradid?ory,
For exampie, one survey published in 1972 of 108 Minnesota employers found
that employers believed the handicapped cost more.1 But a much larger
though earlier survey2 of 800 personnel managers and 510 first-line super-
visors in the Minneapolis-St. Paul area, which was published in 1961, found
that employers and supervisors did not perceive the handicapped as having
higher absénteeism, turnover, accident rates, workers compensation cost, or
lower production rates, nor did they perceive that the costs of hiring the
handicapped were a significant factor. The study did find, ho%ever, that

the disabled were perceived.as having limited capabilities for advancement,

b

. ey sqs . . N /
training, and flexibility in moving from one job to another. .

Much of the variances in the literature are explainable if the studies
are clgsely examined. It appears that employer perceptions of the job
performance of the disabled are not negative in terms of the jobs the dis-
abled hold. Employers seldom report that the problems in performance or
costs of the disableé on the job result in their being less likely to hire
the disabled; this is true even of the employers in those studies which

found employers perceived higher costs.3 On the other hand, employers have

-

C. Arthur Williams, "Is Hiring the Handicapped Good Business?'"
Journal of Rehabilitation (March-April, 1972).

V. Schletzer, R. Dawes, G. England, and L. Lofquist, Attitudinal =
Barricrs to Employment (Minneapolis: University of Minnesota, Industrial
Relations Center, Minnesota Studies in Vocational Rehabilitation, vol. XI,
1961). T

”

R Thus, a survey of New York City firms in the 1950s found that two-
thirds of employers stated that there were associated costs with hiring
the disabled -- workers compensation insurance, absenteeism, health
insurances. Yet the employers also said tha* such costs did not lead
them to not hire the disabled. Federation,Employment and Guidance Ser-

vice, Survey of Emplover's Practices and Policies in Hiring of Physically
Impaired Workers, 1957.
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" low expectations of what the disabled can achieve as career employees.
This is consistent with the empirical studies that consistently find that
the disabled have earnings which are much lower than non-disabled workers

" and that the disabled disproportionately are found in'marginal jobs or in

1 : .. . .
. "the secondary labor market." (However, the empirical studies which cen-

trol for age, sex, race, education, and occupation have found comparable

-
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while demonstrating positive attitudes themselves, nevertheless do tend to

[

nerceive other employers as discriminating against the handicapped; persgnnel

etk

officers perceive first-line supervisors to be discriminating; and first-line

supervisors suspect the personnel offices of discriminating and screening

Ve

iSee reviev of studies in The Urban Institute,.op. cit., pp. 292-
300. The 1972 Social Security survey of the disabled found that severely
disabled individuals (7.2 million aged 20-64) had one-fifth the chance of
being employed as a non-disabled person, and only one-seventh the chance
of holding a full-time job. The occupationally disabled (3.5 million
aged 20-64) fared better; they had the same rate of employment as the ron-
disabled but only three-fourths the chance of full-time work.

l
. income/wage levels for the disabled once they become employed.)2 Employers,

“The Urban Instit te, op. cit., p. 300. One of the two principal
studies cited by The Urban Institute was undertaken under Dr. Collignon's
direction -~ David Taussig, "The Participation of the Disabled in the
Secondary Labor Market," Institute of Urban and Regional Development,
University of California, Berkeley, 1972. The Urban Institute notes.
these studies used multivariate analysis. A more recent doctoral dicser-
tation under Dr. Collignon's .direction examining comparative income. .r
different ethnic groups in California, with extensive controls for educa-
tion, work experienc¢e, occupation, and other demographic factors, has
found a statistically significant income "discount' for disability, but

. one which amounts to less than 10% of income. The 1972 Social Security
survey of the disabled found that the earnings of disabled white males
aged 45-54 were 40% of earnings for the non-disabled, while disabled

. black. females of the same age earned only 8% of the earnings for the non-

. disabled -~ illustrative evidence again that the compounding of disability
with other socioeconomic handicaps is a key factor in apparern wage dif-
ferences between the disabled and non-disabled.

¢
i
K] .

\I
&
]




RSN

the disabled so that the s;pe&visor only sees the best disabled ‘workers.1
The only employment study directly cited by Levitan and Taggart, for
example, is one where Los Angeles employers were asked to rank various
groups in the order in which they believed other firms would be likely to
hire them.2 The mentally ill and retarded were the least attractive
workers, closely followed by alcoholics and addicts, and then by the physi-
cally disabled, who ranked below (worse Fhan) ﬁinority groups: older workers,
and ex-offenders. What such a methodology of eliciting guesses agout
others' preﬁudices or actions is capable of indicating about the attitudes
and behavior of the respondent employer foward the disabled is most diffi-

cult Lo specify.

A number of the more recent studies conducted after The Urban Institute

~ -~ ~- S, " e YR
. . . v o8 v
.
-

literalure Teview alse reaffirm that employers see the handicapped as good

workers. 'Dr. Jerry Zadny of'the Regional Rehabilitation Research Institute

u
3

at Portalnd State University, which specializes in job placement research

-

on the disabled, recently concluded a major survey of employer attitudes.’

AS

Dr. Zadny surveyed 448 employefs in Portland and San Francisco and found that

Cf V. Schletzer, et al. » Op. cit. In the survey of 800 personnel
managers, only 25% of the managers admitted to prejudice, while they did
think the first-line superv1sors discriminated against the disabled. Some
50% of the 510 supervisors perceived the personnel managers as discrimi-
nating. A huge battery of attitudinal tests found no differences between
the personnel managers and superv1sors in terms of their stated attitules
tovard the disabled.

-

. ‘.

James A. Colbert, Richard A. Kalish, and Potter Chang, "Two Psycho-

logical Portals of Entry for Dlsadvantaged Groups, " Rehabllltatlon Litera- ;
ture July 1975).

Jcrry J. Zadny, "Employer Reactlons to Efforts to Place Disabled and -
Disadvantaged Workers," Regional Rehabilitation Research Institute, Port-
land State University, 1979.
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respondents rate the performance of the disabled as being average or above
average in comparison to other workers. Dr. Zadny also found that the

hiring patterns of employers were correlated with their attitudes, that

{ firms reporting that the handicapped did well were more likely to hire thenm,

and that in general all firms were mor.: likely to hire if approached by

v

a VR agency or other rehzbilitation agent on behalf of a disabled client.

The major reason for non-hiring or for not hiring more disabled wasﬁthat

_' - ~ - - -
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disabled people were not being referred to the firm. Similarly, DuPont

5
:
£
1

Company's internal fanagement studies concluded that handicapped workers

L3
e
Ses rar

scored higher than non-hanﬁicapped workers in terms of safety, job perfor-

mance measures, job stability, and attendance records, and that there was

. N 1 . . :
. no 1ncrease in 1inSurance costs.” A survey of disabled Vietnam veterans,

K,' ~ a large percentage of Wwhom were severely disabled, found that only 17% of °

the veterans reported “any discrimination by employers; individuals reporting

such discrimination tended to be the young, poorly educated, and those with

” .

A
the most severe disabilities and, thus, those who might be confusing an

. s : . e . . - .2
employgr's realistic assessment of their capabilities with discrimination.

The ultimate test of discrimination should be the behavior of employers.

Studies of the disabled themselves have fairly consistently showr a very

+ high rate of return tp work following illnesses and injuries unless the
&

\ ‘ injury was severe. Jaffe's Columbia survey cf 1,300,workers who were dis- \\

' 1\
abled in the mid-1950s in the New York City area found that two of three

1

J. Wolfe, '"Disability is No’Handicap‘for DuPont,'" The Alliance Review,
Natioﬂal Alliance for Businessmen (Winter, 1973-74). Dr. Joseph Halpern of
the Denver Research Institute has found similar patterns in his consultation
to the Coors Brewing Company. There may be many such internal, unpublished

\ Studies among the major corporatiops.

<

2
> + VSurvey cited and data reanalyzed fn 0'Neil, op. cit.
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returned to the same employer and 80% of those to the same job, and that

a large proportion of the remaining third did return go work though 54%
-went to new jobs with a lower wage than before the in;jury.1 The Syracuse
survey for the forthcoming TaSk Force report on Workers Compensation found
that only 11% of some 1,500 workers compensation recipient' in the mid-
1970s had not returned to work five years later, and again that 72% had
returned to the same employer and 75% returned to the same job.2 Similar
statistics were reported in a DOL-funded study of permanently injured
workers under Wisconsin's Workmen's Compensation Law. Of the 549 Wisconsin
workers injured on .the job in 1968, 70% returned to work for the same
emplo_ver.3 |

As noted earlier, studies of the disabled have consistently shown that

disability accounts, at most, for only a relatively small proportion of

the lower incomes that many disabled people experience. A study of the 1970

Census data found that labor force participation rates were similar between

-

the partially disabled and the non-disabled, although there was an 18% dif-
ferential in earnings even after controlling for educational attainment.4
Again, the problem is that the partially disabled are under-represented in

professicnal/technical, managerial/administrative, and :raftsman occupational

1A. J. Jaffe, Lincoln H. Day, and Walter Adams, Disabled Workers in
the Labor Market (Totowa, N.J.: The Bedminster Press, 1964). The study
was conducted by the Bureau of Applied.Social Research of Columbia Uni-
versity.

zJuIie Loughlin Makarushka and William G. Johnson, "The Experience
of Injured Workers,'" A Report to the Interdepartmental Task Force on
Workers Compensation, Syracuse University, 1977.

3Rlchard Ginnold, A Study of Permanently Injured Workers Under
Wisconsin's Workmen's Compensation Law, under grant provided by the Depart—
ment of Labor, 1978. .

forNeil, op. cit., pp. A. 6-7.
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categories, and overrepresented among clerical workers, operatives, non-farm
laborers, and service workers. Several different studies by Berkeley Plan-
ning Associates have found that the type and severity of disability was

a much less important facter in predicting the success of rehabilitation

i

i

i

C- II1

services and post-rehabilitation earnings than were other characteristics . I
like age, gex, race, education and past work history.1 Indeed, a number ' ) ?
of studies would seem to indicate that the attitudes of the disabled .
worker may be more impprtan£ than the attitudes of employers in determining
employability. Nagi's analysis of work di;abi.’.ity using a large array of, I
demographic and socioeconomic characteristics found that all the factgrs l
combined explained only 38% (f variance in work disability.2 Berkowitz,
even estimating regressio‘ns‘ separately for different age, race, and sex l
cohorts and adding more variables to the usual personal ¢haracteristics --
such as area unemployment, the presence of income support, and the per- I
sofi's health and functional limitations -- still explained only half the

-

. . R . 3
variance in labor force participation for white and olack males.” Authors

noting these findings frequently cite the need for some measure of motiva-

tion or work socialization to improve predictability.

lF. Collignon, R. Dodson, and A. Skaburskis, An Evaluation of the '7
Costs and Effectiveness of Vocational Rehabilitation Service Strategies
for Indiyiduals Most Severelvy Handicapped (Berkeley Planning Associates,
Report to the U.S. D/HEW, April 1975) -- part of BPA's submission for
the Comprchensive Needs Study; S. Shea, et al. Implementing the Rehabili-
tation Act of 1973: The VR Program Response (Berkeley Planning Assoniates,
2 volumes, Report to OS/ASPE, U.S. D/HEW, February 1978). -

; ¢

2Saad Z. Nagi, An Epidemiology of Disability Among Adults in Fhe
United States (Columbus, Ohio: Mershon Center, Ohio State University,
1975), pp. 12-15. .

-“Nonroe Berkowitz, et al., Measuring the Effects of Disability (New
Brunswick: Rutgers University Press, 1972), pp. 171-194.
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Some injuries an& illnesses which remobe individuals from the labeor
force are, of éourse; sufficiently severe that the person does not return
to work.’ These!afé the indiviéuals of particular concern for employment
policy. Could the employer have taken some action which might have made
Et ﬁoss;ble fbr‘tpé individual to retuin.td-the job? A survey of 88¢

h :
individuals fejécted by "vocational rehabilitation programs1 as too severely
disabled to justify services found that 12% of the individuals had worked
the previous year in spité of VR's diagnosis, and that of those not working,
only 20% gave as a primary or secondary reason employers' unwillingness to
hire, inflexible job scheduling, or union policies. Some 83% of thoss not
working cited their poor health, not any barriers erected by employers,
as the main reason for notbeing employed. In shsrt, while there remains a
ma}or‘need for program intervention to help an important segment of disabled
workers to return to work, the private sector continues to do a major 'job"
of rehabilitation for many disabled workers without intervention. While
this. success is principally with the less severely disabled vorker and
is one that still leaves the disabled occupying primarily marginal roles
within the labor force, the success is too often underplayed or overlooked.
As previously discussed, growing numbers of private employers are providing
rehabilitation programs within their own organizational structure and are
increasingly cooperating with various government-sponsored .initiatives to

improve both the numbers of handicapped indiviudals emploved in the private

sector as well as the qualtiy of jobs in which such individuals are placed.

1The Urban Institute, op. cit.
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JOB MODIFICATION

- The literature cn ;:¥st reading indicates that job adaptation is seldom

needed for many of the disabled who work, but that when needed, its p}ovision
Is essential to whether rehabilitation may occur. A survey of disabled {
Vietnam veterans (a large percentage of whom were severely disabled) found

that only 11% of those who held a job in 1973 reported that any special

accommodation had been made by their employers. When the types of accommg-

dations that were made were investigated, they proved predominantly

to be of the kind which made minimal demands on the employer and which
¢ . .

X . 1 . X <
imposed minimal costs.” The Civil Service Commissjon completed a survey
h) 4 ’
~1n 1970 of their placement of severely handicapped people in the federal

government and found that only 15.6% of some 397 persons placed required

any job restructuring or work-site modification. The report conaluded:

contrary to the general assumption, the severely handicapped
do not usually, or even often, require major alterations in
a job situation. When changes are made, they were such inci-
dental things as installinga wheelchair ramp at a building
. entrance, rearranging desks and file cabinets to improve mobil-
ity and accessibility, etc.”

-

T N - . - - NPT .

The experience pf the ACTWU rodel for involving the union in rehabilitation
efforts also found that the majority of modifications required tc re-employ
an injured wcrker were minor adjustments and were achieved at relatively
minimal cost. The types of‘job modifications which the union worked out
with management involved altering the height of ch;irs and stools, intro-
ducing flexibility irto *he work schedules of disabled members, using a

state interpreter for .« <eaf man duringhis initial training period, and

3

1‘.'.'ilson, Richards and Berceni, Disabled Veterans of the Vietnam Era:
Emplovment Prospects and Problems (Alexandria, VA: HumRRO Technical Report
75-1, Jan., 1975)

-
“Office of Selective Placement, Civil Service Comirission, Report cited
in O'Neill, op. cit., p. 7 °

-
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N N transferring a worker with a transportation problem to a shop closer to
her homefl Similarly, minor adjustments have been made by Sears Roebuck
in accommodating a certain number of its disabled employee;. The magni-
tude of.these job modifications have involved such minimal expenaitures as

$300 to alter a specific work site and $3,000 to purchase a talking

s -

¢ .

-
calculator.”

The importanée of job modification as a way of seturing new employ-
ment opportunities for the disabled is clear. Recent research has found

. s
high correlationﬁ.between the physical reguirements of a job and whether

the worker will cease working at it when dis'.abled.3 For example, a sur-

", . . !
vey done of 250-“individuals in California with rheumatoid arthritis, a

oy e T e e Vaiad mEeE e haidhert Ya. cim A = »a
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chronic disease that normally is classified as very severe, determined

that the social character of fhe workplace, especially individuals' '"cen-
;rafity" in their job position, was dominant determinant of the probability
of diability from the disease. '"Centrality' refers to the individual's ability
to control the scheduling of his or her work hours and requirements. Indivi-
duals who were self-employed or in managerial or white collar occupations, who
worked in larger firms, who worked with relatively less supervision (autonomy), .

who could reduce or flexibly shift their hours of work, were much less likely

to become disabled as a result of their health conditions, controlling for

lEnteen, et al., op. cit., p. 199.

"
“"Disability is No Handicap." Pacific Business 67:6 (November -
beeember, 1977)), p. 15-24.

2 Y
Harold Luft, Poverty and Health: Economic Causes and Consequences
. of Health Problems (Boston: Ballinger, 1978)

4Edward Yelin, '"From Social Theory to Social Policy: Social Class agd
the Epidemiology of Disability: A Case Study among Persons with Rheumatoid
Arthritis," Doctoral dissertation, Department of City and Regional Planning,
University of California, Berkeley, June, 1979. Later published as "Toward
an Epidemiology of Work Disability," Milbank Memorial Fund Quarterly.
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education, income, and numerous other personal characteristics. The
author concluded that the key to rehabilitation with this particular dis-
ease, but probably with many other diseases, was prevention of the disease
from leading to disability by working with employers to adapt the job before
disability occurred.

Unfortunately, tﬁese studies whiih emphasize the importance of job-
adaptation leave a reader uncomfortable with the facile conclusion of studies

(such as the examples cited earlier) that the severely handicapped do not

require job modification. The studies which draw that conclusion are based

-/ - - -«- - - -

upon surveys of the severely handicapped who are working; they do not probe

the needs for job modification of the Severely handicapped applicants who .

N -

are not hired. The:data is just as consistent with a conclusion that the

\

:
| l
v

severely handicapped only get hired when they do not require significant
job modification, since employers may not be prepared to undertake such
" expense. T

; Othei evidence supports this possibility zhat the inability to secure
job/hodifications from employers is a major factor in the severely disabled
not achieving employmeht. In a survey of 889 severcly disabled individuals
rejected as too severe for VR services, the Urban Institute asked the sev-
erely disabled who were not currently working (94% of all respbndents),
what services they thought they would neced in order for them to return to
work.1 The most common response concerned the intensity and duration of

4

worh -- the need for light work only (62%), reduced work schedule (47.5%)

b

and flexible work schedule (40%). The second most frequent tyvpe of

1Urban Instituée: op. cit., pp. 30
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responses werc classified by the Urban Institute as 'prework needs,' though
clearly some could be provided by employers: transportation (41%), sgecial
training or education (39%), ramps and elevators (27%), spe&ial equipment
(19.5%), attendant help (14%), regular assistance in work tasks. (16%).
These perceived service needs are instructive since only 20% of respondents
had reported on a different question that the empioyer's unwillingness to
hire, union policies, or the employer's inflexibile scheduling was a primary
or secondary réason for their unemployment; instead they blamed not working
on their general health condition.1 Perhaps, because job ﬁodification is
so rarely encountered among employers, the disabled themselves have come
not to see it as a reasonable expectation or hope, and thus cite thgir
health condition or disability, rather than their inability to secure job
rmodification, as the reason for their employment problems.

The reasons why employers may not be forthcoming with job modificgtion
may not simply be those of callous social conscience or prejudice. Rede-
sign of the plant to achieve access for a single individual can be expen-
sive. Redesign of a job for an individual that requires new equipment
or devices can entail both direct costs and also indirect costs such as
upsetting existing work rules or procedures carefully established by union
negotiation. Where there is a money outlay, the employer*will‘naturally
want to spread any investment cost over several years if the dollar amount
is significant, and his inability to do that with internal accounting
systems may make him unwilling to undertake the job modification. Where
there 1s a money outlay, the employer will want to recover the investment,
and thus it is important that the employee be reasonably expected to stay

with the employer for enough years for the investment to be returned.

lurban Institute, op. cit., p. 301-30S.
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Where the’so»erely handicapped are older, or have high risks of repeated

illness, or are young and inexperienced with the world of work, or are ¢
women with prospects of getting married or .starting a family, an employer
. may be hesitant to undertake the investment for fear of job turnover and

)

the inability to regain the investment.

Moreover, job modification is not so simple as it seems. As a leading

» Swedish authority concluded almost three decades ago, and few specialists

in rehabilitation engineering have disputed, efforts to determine the work

capacities of groups with various physical limitation and match them with

e
.
l~
LI

) physical requirements for job categories will always lead to a. large pro-

S
e

. . 1 - .
portion of incorrect assessments. Instead, the capacities of particular

¢

individuals must be matched with particular jobs.. Even workers within a

-

]

narrowly defined disability catégory vary greatly in their abilities to

perform many tasks. Similarly, even occupations narrowly Jdescribed or defined

©
vary greéatly from one plant or office to another and may vary greatly

within an office or plant. Ip short, the employer who is prepared to modify

jobs cannot simply use .some list to be sure that a given applicant can do

~

the job. Job modification is often a highly tailored effort, not simply the

buying of some standard package off a shelf.' Only large employers may have

the managerial’ time and resources to be able to undertake such modifications,

¥ . .
which may explain why the literature has consistently found that larger firms

-

lBert Hanman, Physical Capacities and Job Placement (Sweden: Nordisk
Rotogravga, 1951). The conclusion of this old classic was supported by
BP\'s Jdiscussions with the rchabilitation cngineers in some dozen university
research centers funded by the Rehabilitation Services Administration, which
Berheley Planning Associat@s evaluated last year. The big problem with the
utilization of new technologies and aids is that once produced, they still.
must be modified for the particular case -- a servicing requirement that
greatly raises the expense and deters firms from undertaking production of
the technologies.

"
N .
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are more likely to rehire their injured and ill workers. Also, to the
extent that there is learning by experience in making job modifications,
larger firms by the sheer logic of having more disabled applicants and
workers may be better able to reap the gains of experience and reduce the
managerial costs of designing new systems.

To be sure, not all job modifications require the redesigning of the
interface between man and machine, or the adaptation of the machine. Much
of the job modification needs indentified by handicapped workers simply takes
the form of ;;justing hours and work rules. Some have argued that unions
are particularly a source of firms' recalcitrance here, with the union
. '
insisting on rigid standardization of jobs and job ladders preventing flexi-
bility. Moreover, with seniority protections in contracts, firms have
strong incentives to reserve less strenuous jobs for workers with seniority
who they cannot fire, tﬁus making the jobs nongvailable to disabled appli-
cants.‘l However, the efforts of the ACTWU and the Human Relation Resources
Development Institute of the AFL-CIO described earlier indicate’that such
broad generalizations may be unwarranted. While unions may have certain
reasons for being reluctant to promote the hiring of the disabled, they
have an equal number of- sound reasons for becoming actively involved in the

,
issue. These reasons include, among others:
e the pass;ge of Sections $03 and 504 ﬁight ha;e potentially
enormous implications for all employme%t policies and
X ‘pfocudures and therefore will affect 1abor;

’* ¢ many union members are already disabled and therefore deserve

the attentidon and sunpoyt of uniqn leadership; '

Iy

hY3

) lﬁﬁland'é. Kﬁapp, “tmployment of the Handicapped,' Postgraduate Medi -
ine (July, 1979) .

——
~

v
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¢ the reduced health and disability insurance costs and lower
disability pension costs likely to result from rehabilitation
etforts can help protect union insurance funds from depletion;
0 valuntary labor participation in affirmative actions should
prevent government’intErvention and the possibiiity of new
legal obligations beipg imposed on unions by fiat.1
Despite how one eventually views the involvement of labor unions in
the future employment of the disabled, it is cleér that labor unioms are
g siguificant actor in altering the employment policies of those sectors
of the economy where unionization is common, such as the industrial sector.
One might therefore thin; that the service sector, which employs more than
half the labor force and which tends to be less stric.ly unioninzed, would
provide more opportunity for job modification. Studies have consistently
showr, however, that secvice employvers are less likely than manufacturing
concerns to rehire injured workers.2 The problems are again instructive:
services more than manufacturing ave bound to standardize hours of conven-
ience to the customsr or client; there may be fear that customers willibe
less accepting of caanges in routine procedures accommodating particular
worker. (quite apart from any stigma or reaction the customer may associate
- with the severely disabled); und service firms tend to be much smaller in
sizé with higher turnover in their work force and fewer capital resources.

In short, there remain serious obstacles or at least disincentives even to

"sott technologies” of job modification with the service sector.3

1.
Enteen, et al., op. cit., p. 199-200.

o o
Cf. Jaffe, op. cit., Also see Lawrence C. Hartlage, "Factors Influenc- ¢

ing Receptivity of Ex Mental Patients," American Psychologist, 21:3 (March
¢ 1966), p. 249, ., -

3, o :
Note the long resistence even by government to job sharing and other
aPpFo§ches advacated to make jobs available to women with family responsi-
bilities who can't or don't want to work 40-hour weeks.
Q ‘ i ’ ‘
' '
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What then are the ogtside resources an employer can turn to? There

e

N i RN T

are programs such as Vocational Rehabilitation or those sponsored by the

Veterans Administration which can help pay the costs of job mcdification

PRI

for indiviudal or even groups of workers. Those programs h?ve long been

- critiqued, however, for working principally ivith the client and not actually
reaching out to employers or t{ying to do plecement. Their services his-
torically have focused on job training and counseling, not job modification.
There are tax credits in California and for the past year nationwide for
buiidiﬁg adaptations for access for the disabled, but no tax incentives for
equipment adhptation other than normal depreciation. There is no outside
public resource to turn to for no-cost job enéineering assistance. Rehabili-

z

tation counselors certainly have no such training, and the few rehabilitation

engineering centers that have been funded are forbidden by regulation”from

offering fees for seryices and, in any event, have been enccuraged by

Federal policy to focus on medical .rather than vocational technologies.

Tﬂe State Job Services havé,“in the past, allocated staff time and resources
to provide teéhnical services to firms to adsist them in analyzigg and
resttuctﬁring jobs. The objective c¢f this assistance was to aid employers
in making better use of their workforce, reorganizing production processes,
and Increasing job satisfaction for workeré. WHile not speccifically
designed to assist hanaicapped job applicants, the results of this fype of
assistance often did increase jobs for certain segments of the disabled

population. However, because of the increasing need to focus Job Service

resources on placement, technical services have been de-emphasized in many

. . - 1 .
areas and arc no longer provided at all in some offices.” Therefore, job

\

leacing Handicapped Applicants: An Employment Service llandbook, p. 45.
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modification when it occurs is through the good will or financial self-
interest of the employer.

This lack of outside sources to pay the costs of job modification
heightens the importance of the critique posed by Levitan and Taggart at
the beginning of this section. If there is significant unemployment or
many new Qorkers entering the labor force, (e.g., youths and, more recently,
women) and the employer can choose aﬁong many .gplicants for a given job,
vhy should the employer go to the trouble of job modification so that a
severely dJdisabled applicant can be employed? The affirmative action require-
ments for the handicapped if enforced may thus create an important change
in the incentives of employers. A

]

We have mephasized job modificaticn first among the four key barriers
. o
cited by the government, because we perceive that it indeed may.be key in

permitting more _f the severely disabled to become productive members of the

labor force. As we have indicated, employer incentives, capabilities, and

attitudes toward job modification may be a major factor in hiring practices.

Job modification may also be the key to making the severely handicapped

currently not in the work force of comparable productivity to other workers.

.

It woud be highly valuable to policymakers and program planners for the

disabled if Berkeley Planning Associate's proposed research provides

answers to the following questions: .

o What reasons do employers give for not moaifying jobs?

o Do employers know where they can go for help (financial,
technical assistance) on job modification?

® Are employers more likely to modify jobs for their workers

who become injured or i1l than .for outside job applicants?

. 86 :
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Similarly, is greater consideration given to- workers who
are injﬁred on the job than for workers who become disabled
off the job? )

Are spme'emplgyersvmore willing or likely to undertake job

modifications than other employers and what factors (i.e.,

size, potential growth of the firm, type of firm, etc.)

se€m to affect this decision?

What kinds of job modifications are currently being under-
taken for what kinds of disabled persons? How do job modi-
flcafions vary for the mentally retarded, the physically
handicapped, and the disfigured, and for those who combine
these disabilities with poor education?

Do employers perceive that their jobs.can be modified for severely
handicapped persons and can these jobs, in fact, be modified?
What are the potenéial costs of such modifications?

Do employers considg? the feasibility of job modifications in
Are empnloyers concerned about the reactions of unions or co-workers
or customers to resulting changes in schedules or work flow?

What problems for productivity would the "soft technologies' of
more flexible hours and scheduling actually create? -

Are the rew Section 504 requirements increasing the willingness of
employers and other actors in the hiring process to undertake job

modifications? N

i e x

How might employers respond to alternative tax incentives, affirma-
tive action enforcement, and the availability of public help

(monies, technical assistance) which seek to encourage job

modification?

reo ke Srne
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e Whit are the costs and benefits of having the government pay

o

for job modification, as compared to our current- income support
3

and rehabilitation programs for the disabled, or as compared to

affirmative action enforcement?

WORK PRODUCTIVITY

A second major concern of the Government is the relative work product-

ivity of the disabled as compared to other workers. As previously noted,

o e N e n e N

the existing literature appears to show both that the disabled who are

B

- - - - - - -,l -V . : -‘ -“ - - —

working are as productivé in their jobs’as‘their co-workers and that employ-

. ) o
ers perceive the handicapped as being comparably productive. There are

VA

questions as to whether or not the disabled do impose greater costs. Ih
addition to those costs relating té the need for job modification or fringe
benefit insurances, are othgr costs which should be explored in the same con-
text as productivity. Tnese include absenteeism, job turnover, tardiness

(because of transportation, attendance care, and problems related to dis- .

”

ability), inflexibility in being able :X mnove from one job to another or

across space on an unscheduled basis, and greater need for supervision. The
literature is also mixed concerning these costs. Some studies show employers
-~ ‘ ’
do not perceive some of thesé costs to exist for the disabded; other studies,
’ - . ‘ *

show ‘the reverse. Some studies using actual records show the disabled to
d o

perform no differently from other workers in terms of these costs; other

e

, 1
studies show the Jisabled to be more costly. Interestingly, we found no

studies which suggested that thse costs, if they did exist, were very sig-
. / A\l

. . < . . . « L oee . . - ..

nificénp in magnigtude. We did find studies coitsistently showing that employ-
; ;
ers were dubious about job advancement for the disabled, and that the

disabled tended to be placed in marginal jobs. .

o . I
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A series of research efforts conducted by the Michigan Bell Telephone
Company have focused on both the productivity of a sample of handicaéped
emplovees and the advancement of h;ﬁdicapped'employees within the firm's

1
,management system. The first study rated both handicapped and non-handi-
capped workers who had been employed for six months on a number of job-
performance measures, including quality of dependability and safety, job and
company knowlgdge, and attendance and tardiness.1 The study found that
handicapped workers had 'significantly" better attendance than their non-
handicapped counterparts. Handicapped workers missed fewer work days and
were late fewer times during the first six months than the non-disabled
workers. On all other dimensions, the populations were similar. In the
second study, MBT looked at the rate in which handicapped persons were pro-
moted relative to their.non-handicapped counterparts.2 Again, both the
haﬁdicapped and non-handicapped groups demonstrated similar rates of pro-
motions (roughly 20%), aemotiong (roughly 4%), and retention of the same
job (roughly 50%).

Research effagrts coﬁbiled Py the.National Association for Retgrded
‘Citi:ensé concludg that almost 95% of the mentally reta;ded individuals in

<

‘;the United States Qﬁ? capable of successfully maintaining a job providing
< - /

9

-

such .individuals are given proper training and on-the-job supervicion. Of

the 12,000 mentally retarded individuals receiving job training since 1966,

o

-

lMichigaﬂ\ggll Telephone, A Comparison: Handicapped Versus Non-
Handicapped Employees At Six Months On-The-Job, Personnel Research, MBT,
November, 1977. -

2Michigan Bell Telephone, A Comparféon: The Advancement Within MBT of
1974, 1975, and 1976 Handicapped Hires Versus Non-Handicapped Hlres, Person-
nel Research, MBT, March, 1978. .

, “rThe National Association for Retarded Citizens: Mentally Rétarded_
Persons in the Open Market,” Personnel Journal, 56:5 (May, 1977}, p. 238-239.
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85% have'been retained by their employers as of 1977. Ir categories of
work attendance and punctuality, respectively, 42% and 27% of the workers
surveyed rated as high as other workers, while 44% and 51% were judged to
have a better performance record on these two indicators tﬂan the non- °
retarded workers,

it should be remembered that thorough productivity studies have been
done before when the government was prepared to spend the resources. The
¢lassic study was that of the Department of Labor in 1948.1 The employ-
ment records were examined of 11,00 impaired and 18,000 carefully matched
unimpaired workers throughout the country. Impaired workers had slightly

higher productivity rates (1%) and fewer disabling conditions (8.9 iniuries

per million exposure hours on the job compared to 9.5 for unimpaired workers).

The two groups had identical nondisabling injury rates. Impaired workers
had slightly higher absenteeism rates (3.8 days per 100 scheduled work days
compared to 3.4) and soﬁewhat higher voluntary quit rates (3.6 per iOO em-
ployees compared to 2.6). Especially interesting was the fact that impaired
workers had considerably higher involuntary termination rates (firings).
Thé Department of Labor attrithed this to the postwar practice of firing
disabled workers (as women were also fired) to accommodate returning able-
bodied veterans. In short, when the country really needed even the severely
disabled in order to maintain productibn, ;% found ways to modify ;obs and
use them. '

While the 1948 study was cle;rly comprehensive, it does have some
limitgtiAns in terms of the applicability of its methodology now. Most

-

importantly, services -- not manufacturing -- are the dominant and growing

1U.S. Depirtmént of Labof, The Performance of Physically Impaired
Workers in Manufacturing Industries (1948).
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source of jobs in the American economy. For better or worse, it is ser-
vices which probably would have to” provide a large share of any new jobs
to the currently unemployed severely héndicapped. Yet the measurement of
productivity in services is a genergl problem perplexing economists and
managers. We simply have a limited number of measures gnd very little
consensus on their quality. Other cost issues could of course be still.
analyzable, but it will be different to compare productivity for the dis-
abled and non-disabled, wﬂen we are uaable to define productivity for the
non-disabled. While specific measures for productivity in the service
sector are elusive, one might want to consider the overall satisfaction of
the individual's supervisor as a proxy £3r productivity. If the supervisor
is pleased with the empléxee's work and feels that the assigned tasks are
done on par wiih the noh-diéasle& employee, this might suggest that both
the disabled and non-disablled were equally productive. For example, Pro-
ject Skill, the DOL funded demonstration project discussed in Section I,
found that the mentally retarded and restsred emotionally ill individuals
placed in trainee positi?ns with various State offices were found to be "as
productive' as their non-disabled counterparts. In general, supervisors
expressed complete satisfaction with the Project Skill clients, adding that
they adjusted to their jobs just és rapidly as the non-disabled trainees
£ecruited through regulér channels.1

The kinds of questions which future research into the productivity

of the disabled should address incluae:
! -

. ’ : {
1U.S. Department of Labor, Project Skill: Strategies and Techniques,
op. cit., p. 4.

-
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e Do employers monitor their workers' productivity and use such

information for guiding future hiring decisions?

e
*

e How do the severely 9isabled compare to the noﬁ-disabled (or

~

’ ‘ the general work force) holding comparable jobs in terms of:

o

. .
B .
‘ »
: N o
R T Lt ® o B i b e e e eSS T s e o e Ca e . . <

3

--~productivity,

-- absenteeism,

-- promotion,

K}

-- job ‘turnover or quit rates,’
-- nevw injuries or disabilities.on- and off-the-job,

-~ involuntary termination or firing rates,

-- wages, ‘

~-

-~ other associated costs?

r

e Can differences in productivity or related costs be explained by
: . B . - R

other characteristics besides disability (e.g., age, sex, ecduca-

tion, past woXk experience)?

e What are employer perceptions of the productivity, associated

o costs, and advancement prospects of the severely disabled?

: e How does relative productivity to the non-disabled vary among
the mentally retarded, different .disabilities amorig the
: ' physically handicapped, and those whose disability is com-

pared by poor education? .

e Do the severely handicapped for whom relative productivity

data is available appedr comparable to (1) the severely

[N

‘handicapped searching for work but unemployed, and (2)

segments of severely handicapped not in the labor force?

v
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FRINGE BENEFITS

The issue of fringe benefits, as it relates to the propdsed research
effort, consists of two distinct, but related, components: (a) what
frinée benefits are provided handicapped émployees by employers, witu
what gaps and overlaps in coverage? and (b) do fringe benefit costs deter
employers from hiring the handicapped? ‘

As we have noted, the literature on fringe benefits actuglly received
by the handicapped is meager. In one of the first disability studies to

begin exploring the fringe benefits received by the disabled as part of

their job compensation in the early 1970s, researchers found almost nothing

\in the literature which was empirically descriptive of the actual experience

of the handicapped.1 Subsequent surveys:of Vocational Rehabilitation

clients which asked specific’questions about the client's fringe benefits
during employment found that the common praEtice of assuming the employed
disabled received fringe benefits at the same rate as other worke;s, the |

. . . . . 2
practice common in the literature, appeared inappropriate.” Lower percent-

ages of the disabled reported receiving disability and health insurance than

1Cf. Frederick Collignon and Richard Dodson, A Benefit-Cost Analysis
of Vocatinnal Rehabilitation Services Provided to Individuals Most Severely
Disaolcd (Berkeley Planning Associates, Report .o U.S. D/KEW, April 1973):
and Ronald Loshin and Frederick Collignon, Discussion and Survey of Benefit-
Cost Studies of Vocational Rehabilitation (Berkeley Planning Assoclates,
Report to U.S. D/HENW, April, 1975).

N

2Abt Associates, Inc., The Program Services and Support System of the
Rehahilitation Services Administratior (Gambridge, Mass.: Report to Re-
habrlitation Services Administration, 1974) - see sections on benefit-cost
analysis Urban Institute, Comprchensive Needs Study -- the Institute has
not published the data on fringe benefits, because the number of severely_
handicapped worhers found to be employed were too few to generate_gengr?llz-
able data. Other data svufces for fringe bemefit coverage potentially in-
clude the JWX national survey of Vocational Rehabilitation clients wplch
after some four years, still is awaiting permission to go into the field.

e ) “




one would anticipate from data for the general labor force. As these
stﬁdies concluded, this lower rate of fringe benefit compensation was most
likely due to the fact that even the successfully rehabilitated VR clients
were’heavily lodged in low paying jobs of the kind normally classified as
in the secondary labor market. It was not clear that the fringe benefits
received by the disabled were in fact less than other workers Gn those
types of jobs or with those types of employers) were receiving. The latter
kind of appraisal,,as well as validating the reports of the disabled, re-
qgired surveys of the employers, not merely the disabled workers.

More recently, the nationa& surveys that were undertaken as part of
the Interdepartmental Task Force study on Workers Compensation have pro;
vided an important new data base on the fringe benefits offered by employers
and received'by disabled workers. The information with regard to workers
is limited to Workers Compensation claimants and recipients, a quite differ-
ent population than that of disabled people currently working or applying
for jobs. Nonetheless, the Surveys have produced some general insights into
the gaps and overlaps among fringe benefits ih general, insights which were
distilled for the Interdepartmental Task Force by'the Task Force's chief
consultant on integration of health and disability insurances.1

Halpern's study, which synthesized and reanalyzed data from the

National Conference Board, from a Westat survey of 6000 firms (that un-

fortunately only got a response rate of 33%), from the Cooper & Company sur-

vey of 1036 individuals with closed Workers Compensation claims, from the
Syracuse University follow-up survey of severely impaired Workers Compens-

tion claimants five years after injury, and from Nagi's Ohio State nationally
rd

-

A
1Joseph Halpern, "Program Interrelationships and Program Coordination
in torkers Compensation,' Repoct prepar§§7for the Interdepartmental Task
Forcc on Workers' Compcnsation, U.S. Department of Labor, Jan., 1977.
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representative probability sample of 6493 citizens, found thut the provisicn
of key insurances was now more widespread than in the past in the private

[t
sector, but that the benefits provided by the insurances were much less

v

than apparent on the surface because of overlaps. About 25% of respondent
firms had disability retirement or g;oup long-term disability, while 50%

had major medical coverage and Accident and Disability insurance (AGD), the
latter uéyally as a rider to the pension plan when a pension plan existed.
This prevalence of insurances, while much better perhaps than a decade

ago, is still much less than the prevalence which has been indicated by

the National Conference Board and other industry groups. The latter sur-
veys, which are generated by industry on a voluntary basis and have been the
cﬁiaf source cited in most studies (in part because they were the only avail-
able source), have indicated long-term disability coverage of 67% of office
employees, 45% of plan employees, and 81% of managerial employees.1 The
difference is probably due to the fact that the National Conference Board
overrepresents larger corporations in their sample, while the Westat survey
included a fair number of smaller firms (though small firms were still highly
under-represented). Most of the long-term disability plans and a high pro-

~

portion of the AED riders have offsets (communly 100%) against Workers Com-
pensation and fréquently other public income maintenance insurances '
(principally Social Security), such that the degree of income supplement
provided by t;cse private plans to Workers Comﬁensation and Social Security
when a worher becomes disasled is usually meager at best. Most problematic
1s that employers in small firms are frequent%y unaware of these offset pro-

visions and their implica. .ons, and perccive that they are providing more

1Cf. Burcau of National Affairs, Employee Health and Welfare Benefits,
. PFP Survey No. 122 (Washington, D.C., July, 1978J%




income maintenance insurance to their employees than is the case. For many
of the standard LTD and A&D insurance packages -- those not the result of
collective bargaining, for example -- the offset in fact may mean the
employee has almost no private supplement to his or her publicly provided

or required insurance coverage.
AY

The surveys of Workers Compensation claimants independently supported
the conclusion that the supplemental income provided by the packages.were
minimal. In the Cooper and Company survey, only one of the 73 permanent

. total disability cases reported receiving benefits from a permanent dis-
ability pension and only three received long-term disability benefits.

Only seven out of 107 cases of accidental death received benefits from

M .
. A . - -
. LS S e .. ,

Group Accidental Death programs. Indeed, of the total sample of more than

1000 closed claims, half received no benefits other than Workers Compensa-
tion and only 34 péople received any short-term disability. In the Syracuse
University follow-up ~f severely impaired claimants, only 156 of 1918 ré-
spondents reported any current income from private pensions. The Nagi

nationally representative sample found only two people who had received

v&pw

.
SN G- N N BN Ea En
~e - 'y v s . . . .

benefits from a union or private disability plan as well as from Workers

Compensation (0.03% of the national population and 1.7% of those who re-

ceived Workers Compensation payments). Nagi's study did find 19 other
people who had not received Workers Compensation but had received some pay-
ment from a disability pension; thus only 4.9% of those citizens presum-

ably injured or ill on a job and who had contacted Workers Compensation

recerved any payment from private disability insurances.

The Halpern study identified a number of additional problems for which
. +~

s

} more information might well be collected as part of futuyre studies. It is

.

4
-
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widely suspected and there, is some evidence that ‘small firms in significant

numbers may have dropped their private pension plans when ERISA was legis-

- .

*

lated.1 Sincg for many of these firms, the A§D riders were part of the

pension’ plans, there may be a dectine in short-texm accident and disability

-

coverage as well as LTD coverage. The Halpern analysis found that‘cbmpany
“major medical-and health plans which were not negotiated as part of col-

le€tive bargaining agreements, especially in' smaller firms, 'did not cover

pre-existing conditions. For a worker who be%;ns employment in g dis-

+

abled situation, his or Ther health coverage might therefore prové very in-

adequate for subsequent medical needs, unlike other employees. The integra-

between unemployment insurance and Workexrs Compensation was also unclear. -

If a person is disabled but not willing or able.to go to work, he or she is
. ¥

theoretically ineligible for unemploymént income maintenance, However, the

Workers Compensation Surveys found a number of disabled workers who were -
: e

receiving Workers Compensation and unempleyment insurance. The explanation
5 \ .

¢

for this phenomenon is uncledi: It coul&\?e that disabled workers nego-

tiated lump sum settleménts with the insurer, and then fpund themselves

N

subsequently able 'to go to work but without jobs. Whether insurers would

make -such settlements if they diagnosed the workers as beiné able to return

to work, shortly is unclear. In any evenf; the survey findings indicate a
1 .

: . » '
. need to understand better the integration of unemployment insurance

.. .
A

i

leor example, GAO audit h&d estilmated that 18% of pension plans with
fewer than 100 participants were. terminated following ERISA, based on a
- survey in 1977. The audit, basc¢d on 467 firms, did not findsa major varia.
tion in te.mination rates by size of firm, however. Unfortunately, the audit
looked at basic pension benefits and Vesting only, not.at the disability
elements in the plans. U.S. ‘General Accounting Office, Effects of the
Emplovece Retirement Income’Security Act on Pensior Plans with Fewer than
100 Participants (Report by the Comptroller General vo the U.S. Congress,
HRD-79-5G, April 16, 1979). . L
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. with other income maintenance insurances for disability.
»

As these examples make clear, the area of the private sector where the ‘
. . <

3
s sre e e

gaps and overlaps in insurances is most unclear is with small firms. They

PR

presumably are leSs able to afford sweeping coverage. They have less %q

management resources to devote to negotiating and monitoring the details

-

of their insurance packages. They have less negotiating power with in-

‘s . . ’ . Cr
surance ' firms.  Berkeley Planning Associates, for example, is a research and

a

sonsulting firm with a relatively high proportion of disabled staff in its

P

emplov. Until the firm reached certain size thresholds (usually 25 ‘em-

ployees), it was almost impossible to find insurance companies which would

offer long-ferm disability and major medical health packages which would

.

. ' cover pre-existing conditions or indeed cover staff who were disabled or
had past histories of serious illness. This difficulty’was confronted even
by a firm which was aggressively trying to find such coveragk. Ultimgtely
a disability plan was negotiated with' rates more than three.times the

- .

going market rates for such insurance packages, and which still excluded

~ . 2 , .

~

. pre-existing conditions. Growth beyond those threshold sizes (and pos-’
v . &

51b1v the rapid increase in health maintenance organlzatlons and plans)

v
have solved such problems, but Berkeley.Planning Assoc1at;s' own experlenge

A
is indicative of the d1ff1cu1t1es that even a conscxentlous sma11~2351ness

LI -

r

- DG .

”

emplover.can confront. It is probable thus that for many small firms, the * «~

»

costs of insurance may deter employmeﬁfeof the disagbled or at least-that

I
-

-
\
o

v disabled workers will not be receiving the same insurance protection as other
workers. Unfortunately, the ability 'to gather information on these topics

from small firms is particularly limited. The Westat Wail survey and .ex-

.

: ,tensjve phoﬁe‘fol%ow-up got a total response fyom.all firms of only 33%; )\\
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response was much less for small firms. Moreover, a high proportion of small .

1

firm managérs who reéponded appeared to be ill-informed on their own in-

- ¢
surance packages, 's0 far as “independent validations of coveragé could
- . ” ° , f ,- ’ . »
» v . + ',‘: .
detevm;ng. ! ) .3?4Tr : v

H 2

- N \

Quite apart from the formal coverage of plans is the ihéstion of what

the implication% become far the dié;bled. While the Halpeﬁﬁ study did noz )
) : . ’ . ‘ 3l ' .
indicate thdt there were differences in policy condition for dlsabled

»

versus non-disabled workers in terms of maximum ‘benefits, length of ser-

. . { b ~
: vigﬁ required for eligibility or amounts of benefits, the different pat-

-

terms of morbidity'fsr disabled and non-disabjed workers could create major

differences in the fringe benefits actually veceived, Ig the disabled are

. ~ - ‘
3 v N {

more prone to illness arising‘outside vork éhan the non-disabled, the ex-
clusion of pre-existing conditions from medical or disability plans obyiously
(4 . . ]

" has profound implications.. If the disabled should prove to have higher

-
~

injury rates on the job or have a higher vulnerability to job-related ill-

L

ness, then length of service tequireménts for eliglibility or levels of bene-

fits might bécome particularly important in determining the benefits that

-

- -

¢
N
-

a disabled worker is in fact likely to receive. )
. . )

3

Most important and not broadly'discussed in.the literature is the issue
of dlSlnCﬁptlveS for a severely disabled individual in accepting private

employment. To the extent that Medicare and. Med1ca1d provide substantial

11

protection against health care expenses, a severely disabled individual

~

who leaves the puolic system of protection to enter the private system of
S . ‘
protection provided by employers may be incurring a major risk. With the :
‘> .
. . . . . L

exclusion of pre-existing conditions, with length of service requirements

T - Cam * Py o L —

for eligibility, with maximum benefit levels and levels varying by length




. %a

ot

- of service, a Severeiy disabled worker who becomes ill after taking employ-

ment loses major protection against health care expenses. ‘ '

Moreover, for some types of severe disabilities, the ongoing costs of

.

3 , . .
health care, attendant care, and other needs related to the health condi-

e

A aing

. . tion are substantial. For quadriplegics, the Center for Independent Living

in Berkeley has estimaéed such costs to“exceed=$12,000 a year. It would

v

- N
— N S - -“ .|, ".v "l l.‘. el .

. .

take a job of major salary to provide the income to offset>the loss of sub-

* M * .

'» ‘sidies for those costs which are currently provided by Medicaid, Title XX, ’

r
- .

and related public programs, quite independénply of'uhether new illness

o

Y .

s

.
: oo P PRaD
o

occurs. Berkeley Planning Associates is concluding an investigation for y m.
. 1] < .& * .,
. '0S/ASDE of the disincentives posed by these kinds of public Insurance bene- °
N B H / A .

. . s MU S ‘o . L
fits"in the Social Seéurity Disability Insurance Program, involving a sur-

« e .

- N

vey of 320 SSI and 8SDI recipients who are eligible for nehabilitation

N .. PR

N '6 N
. ¢ . .
services. Concerns about earning enough from a job to meet expenses was
' :

the key disincentive to obtaining regular employment cited by the respons

<
- dents. Sixty-one percent of all SSDI respondents,and 59% of all SSI re-

. -

-
. < ys . . 1 s : :
spondents provided a po§1t1ve response to this question. “The choice to ..
. T ) . :
R . . o st . . g - s e Ay .
-work, .for a disabled individual receiving SSI or SSDI benéfits, can reduce

economic well-being. Earnings (before taxes or other deductions) of only

$280 per month are suffidient to cancel eligibility for monthly benefits

0y

,
Il N EE =l e

of a5 much as“$700 or more."” The report goes on to mention that this lost

{ R : . & . . .

' ‘ eligibility can also mean the loss of medical coverage and other in-kind :
) lSﬁsan Shea; et al., The Client Perspective of Performance: Benefi- :

. ciary Rehabilitation Programs. Draft report prepared for the Assistant

{ Secretary for Planning ang Evaluation, DHEW, December, 1979, p. 17.

- 2Susan Shea and Richard Dodson, Establishing Policy in the Bgnefi-
ciary Rehabilitation Programs. Draft report prepared for the Ass}stant
Secretary for Planning and Evaluation, DHMEW, December, 1979, p. 6.

- T
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benefits tied to SSI or, SSDI eiigibility which can be critical to disabled

individuals. In the case of health insurance, the lost benefit ma;\b
possible t9 replacé in the private sector atlény price. Other features

of the benefit structure and rules cay further aggravate this situation: .
in general, employment-related expenses, even those arising directly from

the disability, are not discounted in determining whether a disabled in-
dividual's earnings are sufficient to eliminate eligibility for SSI or SSDI.

\

Because of the disincentives to work built right into the SSI and SSDI
benefit structures, recipi€nts who are expected to become cIiérts of VR

*

L] .
and go to work are being asked to make an irrational decision.

Citing corporate experience, Berkeley Planning Associates has occasion=- A
‘ * <

ally -encountered the disincentive with severely disabled individuals whom

I . ’
the firm has sought to hire for its regular staff. Individuals.are pre- :

’

pared to work a§ consultants where employment néed not be routinely re-

ported in goyernmentifequirea submissions by ihe company. They do not
want regular eggioyment status ;even though they could be working 40 hours

’ [
a week unless they can be guararttecd long-term employment security, because -

[4

they can't afford to'give up their Medicaid/Medicare health coverage and

. g .
other benefits. If such disincentives arise for professionals with salary
expectations of $15,000 a year or higher, the d%aggcentiveslare like}y to
) . Tl
be much stronger with less skilled individuals who can at best not expect ;

L

. . ] *
more than average levels of income. . . b

The kinds of questions that the proposed study might'well explore
A - i : : -
concerning fringe benefits, therefore, include:

~

- N s
o What are the oV s between Social Security disabiljty.cover-,

.

4 -r 4
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in terms of income mainteénance in the event.of injury and ill- e
N . ) . \ ' N
L o . ness both sustained on- and off-the-job? .- - . I
. . | . e
e Are thére difference&in coverage and otherfringe benefit con- '- l
ditions (e.g., maximum amounts, length. of service required for - o f

hnd

eligibility, or amount of éenefit) for disabled and non—aisabled )

.o workers who enter a company's employment? Does.coverage change
. * .. ~7 . » N

for a worker who becomes disabled while in the company's employ-

4

ment but subsequently returns to work?

’

e What implications do'differencesfin policy conditions have in

: practice for disabled who 'dd become ill or injureé while in em-
; .

-. .-
- SO N r s 4 we a b va

ployment (i.e., if new illnesses occur, is their timiﬂg such , =

/

receiv-

N
! -
. -

: that policy conditions result .in thé disabled/in fact
ing less income support or medical geimﬁﬁisement than other
’ vl

s worKers?)? -
-

. ]
e Arc there differences in coverage that relate to particular

1
. ¢

kinds jof disabilities? v ’ .
) . 13 :
‘ B
e What vadriations in the cost of insurances arg conffonted by

employers who hire or rehire the disabled? Do differences

- . in cost confronted by the‘employer actually reflect the dif-

'

’ ferences in coste experienced by the insurers? .

.

e What kinds of coverage and reimbursement is made available to
: the disabled under private épployer health and major medical

plans? How frequent is the exclusion of pre-existing conditions?

- ¢

4

.

» Arce there differences in health plan,coverage for disabled &nd

non-disabled workers entering employment for firms? Does

—

- - ;
, . .
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. .
.
N . . " b . . .

§povérage change for a worker who becomes disabied while in the

A ¢

company's employment but returns to work?

-

I 4
e Are there systematit differences in fringe benefits between
+  firms of varying size, of varying risks associated with em-

ployment, or differing patterns of ﬁnioﬁiza;ion?

.o Are empléyer§ informed of what their fringe benefit plans "y

i - . 1

really offer?

"

- e Do employérs consider fringe benefit costs in making hiring
w s ) * . . ’ , .
/ decisions? . . St
° Nggt are the incentives and ‘disincentives for the disabled
%? . to aqcepf%eiplpyment created by the different benefits under,
- public and grivate'insunance plans? " Lo
HIRING PRACTICES . X - )
3 s - 7 4
- [] N
- . . Y ¢ 3 .
The gpvernment s'ultlmate concern ‘in 5011c1t1ng this work is under- v

\ 4
standlng the h1r1ng pr§ct1ces of private sector empléyers with regard to

* the severﬁly dlsabled. We have discussed job mod1f1cation4fmork proguc-

*

tiwity, and frihge~bene£it costs and coverage ‘first, because those factors

[N ) -

ard likely to be major determinants of hiring practices to: the extgnt that

- employers make their decisions‘on the basis of true economic calculations.

Similarly, frlnge benefit coverage and the probable wages the disabled
. A
will etpect should be a major influence on the behavior of the disabled

hed

-

in seeking employmept and trying to maximize income. There are, however, *

3 number of other factors -- some *ational and economic, others less )

AN
rational -- which may considerably affect hiring practices.

’ 103
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_ First, the;g is the serious isshe“of‘employen attitudes, perceptions,

{ . » ‘andzpossibly preju&ice. If emﬁloyers don't understand. the true economics
» of hiring the dlsabled (ﬁplch may be supportive or non-Supportlve of thelr

) hire), they may makehlrratlonal decisipns. If employeus have attitudes

Ry * -

. such that _they feel personally uncomfortable in the presence of different -

klnAs of dlsabilltles, or if they belleve that customers or co-workers may

\,‘

feel uncomfortable, their w1illngness to h1re may be affe&ted (Nor if’

-
s .

. .
R customers and co-workers are uncomfortable would employers' actions neces-
. ;

' » .
.

sarily be non—rav{g;al or uneconomic to the extent that sales or overall

. ® - ”, . N . '

. flrm productivity would be affected by.these feellngs of dlscogfort. Such
: : rgélon liz at;ons have of course been/enqpuntered often ove;’the past few
- . decadés in equal opportunity strhggles for ml?orltleﬁrand wo&en.) Ig emj
* . pldyers perceive that the haﬁdicapped do not, have good career potential or
are incdpable of flexibly ;es;ondigg to tﬁe needs, of firﬁs for unschedulgd

shifts %n tasks or location during the work procgss, the employer may.feel
- < * . .
- hesitant to make the investment in hiring a disabled applicaht rather than

some other.applicant. If hired, the applicant may be assigned only to jobs
. . . S 0y

offering limited potential for advancement,'marginal income, and perhaps
insécure tenure. AssLevitan and Taggart pointed,out, in our quote at the
‘ %

-

beginning of-Section II, attitudes _may non-rationally but still quite

effectively determine behavior. The proposed study would ideally measure

- . . .

!, . attitudes and perceptions, their validity in terms of the actual capabili-

ties of the disabled and the reactions of other co-workérs and cugéomers,

~~ and fihally the effect of-attitudes on behavior. Many people in spite of

- - . 7 ~

|
]
{ prejudice and negative attitudes continue to behave in non-discriminating
|
i
|
}

A Y
ways because of moral compulsion, good manners, economic self-sinterest,

- . *N

\ _lug .




101 -
and/or fear of punishment or social disappﬁpval. We should avoid inferring
that poor employer attitudes necessarily lead to discriminaﬁor} hiring

practlces against the dlsabled until we actually determine that the dis-

.

abled are not hired for jobs that they could do as well and for combarable

costs as other non-disabled applicants,

Because we have discussed at fength in earlier sections the éroblems
ghe disabled may‘encounter in employer attitudes and in the process of seek-
ing work.and advancing on a job once hired, we shall abbreviate the current
djscussion. There are a few h1r1ng 1s§ues, however, that have not been
noted before, which we think shonld rece1ve attention during the current
study.

This s tudy could provide an early opportunity to determine how the im-
plementation of Section 504 is influencing employer behavior. The eommon
eerception among those working with employers is that firms are frightened
of . the implications if the Federal government were to begin enforcing
affirmative action of the handicapped, because they fear that_af{irmative
action would imyose potentially much higher costs than were experienced
with rinority‘and other workers. At the same time, until they perceive thet
the gevernmentris going to be monitoring and taking a hard ling§of enforce-
ment, firms q$eﬁé1ther ignoring the new regulations or mak;ng superficial
efforts to comply. However, the experience of the Title IXI Special Pro-
jects, as discussed in the previous Section, indicate that emp loyers are
beginning to.pay attention to this issue and that such concern can bte
capitalized on through presenting employers with an effective training gpd

placement program. Since employers are aware of their obligations’ to step

up their affirmative action blansfbr'hiring the handicapped, they are

T —
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+ 1960s., Individuals who have no work histbry, especially when they H!Ve

102

L R )

particularly receptive to ¢onsidering epplicants which have been screened

and often explicitly trained for their company by Proje€ts With Industry
A L

programs and other similar yentures.

.

. “

&4

fA key problem in judging the fairness of employers' hiring practices

. ]
for the disabled, especially the severely disabled, will be the problem
. . ¥

of separating out the effects of disability from ¢ompounding problems of
L2 . '

\

socio-economic handicap. Many of the severely disabled currently not work-
- "

ing have not worked before.. They provide not only problems of functional

+

limitation, but also the problems of work socialization that undermired

-
-

. ~
much of the efforts to improve employment opportunities for the poor in the
. ' «

lived in highly sheltered =nvironménts and begn taught role models of de-
pendency, may have a dlfflcult time in 1earning to- make arrangements to get
to work on a timely and regular basrs, remalnlng on a fixed work schedule

during the work

ay, developlng satlsfactory relatlonshlps with co- workers

'4

L~
¢ .

and supervisordy knowing how to accept orders in some cqntexts and being

-

self-reliant and taking the initiative as a worKer in other contexts, and

so on. A number o studies which have looked at both the disabled as well

¢

L]

as the economically disadvantaged seeking employment have, found that the .
failure of these gyoups to obtain and retain regular employment is due not
“only to a general lack of skills and appropriate training, but also to a

1ack of awareness regarding what types of cbnduct are associated with

hS
~

For example, Miller and Oettlng (1977) administered a
é

"belng employed."

<

.
-
.
- s T g g u
<. v v s .- . e

$

chechlist to 4Q9 economically and‘;beatlonally dlsadvantageé persons in the

-

C h. Miller and, G. Oetting, "Barriers .to ﬁmployment and the Disad-
vantaged, ‘v paTsonnel -and Guidance Journal $6:2(1977), pp. 89-93.

‘ .

14

.
.

S
Lo, . L.

N N N I B

ey ke

. wr

- la rea s

ok}




LR A v e provided by eRic:

Denver area which jprobed for those items perceived by the respondents as
o

. . - s

being the mitjor barriers to employment. While lack of adequate job quali-
o .

)

. . . o s R . .
ficationg was perceivad as a_major barrier, interpersonal conflicts, legal

and finzpcial probiems, and emotional and personnel problems wers frequently

cited as limiting an applicant's potential chances for securing’ employment.

) / . 3 3 3 Y 3 3 3 )
It his work with ‘psychiatric clients, Gerber (197%) identified a number of

behavior problems as needing to be addressed if a iob placement was to

2 —

L
eventually produce a long-term success. "It is well known that function-

+
P

ing on the job breaks down for such cliepts (psychiatric patients) because

of nersomal grooming, ppucéuality, aftendance; frustzation, tolerance§econ-

foimity to rules, attenticon span, inappropriate behavior, relatedness to

sapervisors and peers, and problems in recognizing the requirements of the
. S . . 1 .
work organization stguctures." . .
!
] \ ’ ’
.These-kinds of concerns.are often insulting to the disabled activist,

but they are legitimate problems which mast of those who have worked with

vodﬂgg;nal rehabiiitat%on recognize. Mostly, they are problems not asso-

. i .

in social and worK
. . ’ ' L4

settings. Partly, however, they aresprovlems which are associated with the

ciated with disability, but with youth and inexperience

vgames" and roles that some disabled are taught by their professional

helpers, by‘their ﬁémilies, and by others they encaunter; breakiﬁé down

.

such roles is.the core of the so-called independent living movement among
' - « AL
disabled agtivists (as distinguished from the independent living concerns

of some policymakers and professionals for whom the phrase principally

-

reans deinstitutionalization and a change in the degree of dependency.) |,

We have focused here on the problems f work socialization that are

sprobably well proxied by past work experience. There are other compounding

k3
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social handicaps as well -- older age, education/training; sex, race ;-

that need investdgation. Sdﬁe of these factors independently affect the

! : ‘o
costs to an employer of hiring a person; some affect the person's probable

productivity independently of functional limitation; some are further stimu-

-
.

lants of prejudiced reaction. .

A particularly éignificant factor which affects employer attitudés,'as
well as every other aspeéf of the.employment process is the fact that the
severely disabled are not simply a monolithis group. 'Thé capabilities for
doing various jobs vary dramatically depending on the type of disability
and its associated functional.liAitations. Quadrinlegia, blindness, deaf;‘
ness, serious heart conditions .reate quite different empléyment problems.
gimilarly, the problems of physical disabilities are vastly different from
the progTems associated with mental hand;caﬁs: Again those working with )
government sponsored emploxpent problems note that employer attitudes

toward the mentaily retarded differ from their attitudes toward the

physically handicapped, with the later group being percei?cd as more train-

-

able and better producexs.
-Another'major interest requiring separate analysis and sample design
" is the variation of hiring practices across economic sectors. It seems
egpecially important that the study try to find a way to survey epploy- |
..ment practices in the ser;icg sector. This is the fastest growing sector
in the.economy over the past two decgdes and will probably continue to be
the fastest growing sector in spite of energy cutbacks and Prop 13-type
_tax limitations. Most past studies of employer practices have focused

- ort manufacturing, where work requirements are more capable of being speci-

«fied and measured. The services in contrast create major problems

lus
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potentially for hiring the handic&pped. Face-to-facé contact with customers
L

>

is much more common, and thus the attitudes and prejudices of the general

.

publlc become more 1nf1uent1a1 on productivity. The nature of service

* A
prQV1sxon may more frequently requlre cognitive skills and flexibility in ;) .

K

thought and action while 1n?eract1ng with a client -- a problem for the re-

\

tarded. Employers more often are small and have 11m1ted capital for 30b
\

modification. The production process is not capital intensive so tax in-

. . ’

centives for equipment modification and investment have less impact on

-
v

employer behavior. However, tax incentiQes, such as the Targeted Job Tax
Credit Program, are available to all those who hire a disabled individual

regardless of the type or.nature of the work. Some of these problems may

be exaggerated, since the services sector.also includes laundries, g>surance

< -

companies, and other activities where many jobs involve menial chores or
. . \ - ,.
clerical work. If the Mcdonald's model of mass production of service pro-

vision becomes more broadly adopted, as ‘some economists have urged, the
kinds of jobs may not be tﬁgﬁ much different from manufacturing (except

that they won't pay as well). In gny event, it is important that the pro-

- L a

posed study give the service sector proper attention as the dominant employ-

ment sector, even though response rates Qill invariably be lower and the in-

formatlon generally more difficult to collect than with larger firms. .
Flnally, the total study effort prOV1des an opportunity to consxder

new program or policy options that might further the employment of the dis-

‘gbled. It will be interes;ihg, for example, to 'determine whetéer firms

make any cffort to recruit the disabled and how the disabled come to hear

of jobs and make application. Most jobs of course are found by word-of-

mouth. A major change has occurred in the past decade among the disabled

T 109




PS in the sense of increasing organization bpth of those trying to help the

what extent such organizations have started becoming referrants of the dis-

abled to the employer, advocates of hiring for particular indiyiduals, and

-

disabled and the disabled themselves. It will be intereéting to see to I
the provider of supports to the disabled person once hired. Dr. Zadny's l

résearch at the Rortland State Rehabilitation and Training Center, a national
" research center on job placement of the disabled, has found that group peer
support and mutual provision of job leads is the most effective '"strategy"

of job placement among the disabled, and is more effective than traditional

s
- R
' PN ,
e 1 ko R E CE A s W Gsexae et vor gD i , Lol ., . N

job counseling and referral. Zadny's research also indicates that direct .
. Al . J
advocacy by VR counselors or by other organizations is highly effective

“in getting a disabled person hired, but that such intervention is rare.

If sustained on a larger study basis, this finding could suggest the de-

- v 1 e

sirability of some very different service strategies within vocatidnal
r

rehabilitation programs. It might for instance prove true that independent
. 4 . .
living centers such as hﬁve sprung up in California and many of the major
metropolitan areas have a major role to play in empldymént of the severely -
. ’ disabled, quite apart f%om their roles asbproviders of social service.
This study could build on the experience of other programs like the Projects
With Industry in providihg evidence concerning the alternative effective- ’

ness of public relations efforts to-encourage employers to "Hire the Handi- &

capped' versus strﬁtegies like affirmative action enforcementw\the provi-

K.

o

sion of hard information on(ihe produg&ivity of the disabled andfr-ntax

.

o CTEX AN e,

incentives and wage Subsidies to entice the employers to hire more of the

severely hqpq;capped. AN ) ‘ -

. In summary, then, questions posed by this section of the study include -

I [

N\ »
L1ig




107 . ‘

< » -
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- . '

e Do employers do any outreach asd part of their hiring? Could

’ -

any of that outreach be influenced to include the disabled?

when deciding whether to Hfﬁe the disabled, and are these -

3

factors based on valid inormation?

. - . . * . .ni
e WWhat are the attitudes and perceptions of em%loyers\foncerning

the handicappe& and'theiréproductivity, career potential, flexi-

>
’

bility on 'the job, reactions from ‘customers and co-workers, etc.?

' ' ~ L - .
I e -What factors do employers appear to take into consideration
e Do.hiring practices and employer attitudes and perceptions vary
l for different types of disability or for disability when com-
. ' ‘ .
pounded by other social handicaps?

5 e PRTIR

ORS P

)
L

Do attitudes and practices of employers with riegard to the

disabled with social handicaps vary from attitudes .and prac-

tices with non-disabled individuals who suffer the same social

| %

[y

handicaps? !

-

N ey ey [ perarm-sate s ey ey T e e %
PR s . (s v . wono - "
’ - - - '- - - ?-’

-

. e Who makes the hiring decision for employers, and what is the pro-

‘cess by which individuals get hired and advanced? Are there

.

factors in that process which discriminate against the handi-

~

capped?

.

"

e et

e To what extent are the severely handicapped when hired being

Y

placed in specfally selected or designed positions, rather than

- tw ’
successfully competing for general job openings in the economy?

o oee enar

e Are there systematic variations in employer practices in hiring

‘
the handicapped by .type of industry, size of firm, or unioniza-

tion? -

‘ o111

&
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How have firms responded to the new Section 504 requirements?.

’ v "

Are they expecting or experienting enforcement? Have they

.

changed any practices since the legislation?

’ ‘

What aré the leverage points for policy of public pfogram inter-

vention in trying to expand employment of the severely handi-

capped?
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The original brief for ‘this paper was to provide a literaturs rooiam of the"

Lon o

gritish research and experience uluh regard to the employment of , physically
disabled people. The subsequent. exanlnatlon of the avallable publxshed
natorzal reuealed a consplcuous Yack .of research irto the specific employment
issues such as Joh adaotatlon, hiring practlces and work performance, of
disabled workers. The bulk of the literature is concerned with emphasxs;ng ﬁkf
the inadegquacy of the exlslting provigion of services” for the di,sabled and .
the urgent need*for Further research into the Spelelc employné&t prbblems S

of the disabled.: The general trend is towards stimulating dlSCUSSIOn and

Ty ravat s st veid A o B SRR LA E AL VA
N N T 8 N A
. L c L. N - N
t,m.w 2} B = .
-

encour ging re-examlnatlon of the existing problems. This tendency is

”,

cleacly reflected in a document published by the Department ¢f Health and ,

Social SSCJrlty (DEPARTHENT .OF HEALTH & SOCIAL SECURITY, 1978) which also,'_ ;Q
{ ;&
. ‘provides an approprlate framework for the rsview of the current Brltlsh ’

&= =

llterauure on: “this subject. This docunment, prﬂsanced as a d;kcusslon paper;
sets out the ma jor ‘employment problems faced by the, employers and the

disabled employees. Thus the main proole s encountered by the_employer are:

P

TN \:

- fear of possible low productivity® “

A

- limited lnformation with regard to the.productive potential of

~

¢isabled .workers ’ .
. ;

i - preJudice

- extza costs lnuolued in aoaptina machinery, prenlses, etc.

-~

’

' ra v

The disabled’borker, on the pther hand, is faced with the following problems::

o5

R
: - lack of confidence ’ . é;&‘ ) ‘ . ¢ f
‘“Eg * - lpw level of skill N . ' ' ‘

.~ lack of 1nfornaulon regardlno job opportunities-

- l;nlted phv51cal and oocupatlonal mobiiity . .

-~ low incone, pert'cularly in the case of certain- joos uhlcﬁ are

- 1 .

S |

tradlclonally assorlnteo with the dlséblEd <, " N

~ lack of incentive in comparlson with the leuel of social security
’

benafikts.
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?' The aiﬂ aof the present papcr is to 'nvebtxgate these LSSUEa thh reference ) .
g to the exxating publications and research findings. The following sections L;k:
? - prasent «hlo review of the current arltxun literature on tha employment of ‘;
?i*. the physically dxsableq under the appropriate headings. ‘E?
: ... . _ ‘ - _.;-:§
' LEGISLATION . o
Y - N . -—\ :
, The 1244 Oiszabled Persons (Employment} Act established tuwo currently' §?§
E, b controversial systems: s the register and the quota. The'former refers to '$§ﬁ
i , ‘ a uolun:a*y reglstratlon of* 'disabled people seeking employment' the latter . w1
i ' refers to a system aiming to halp. disabled persons obtain and keep a joh. ‘2:{
f Undar. the quota system firms emplaying 20 or mors parsons ‘have a duty to ‘ :;fg
3 employ 3% registsred disabled people. If they are below the quota they may ~§'=
% - not employ an abla—bodxed person without a special permit which should only :H.E
be grantad :.n cages: whare no disabled apolican% qualified to do the job is
g' T avaxlno‘e, This. system has buen criticised for a number of deficisnciss. ~;§
;\ . Greaves and Massis (GREAVES & MASSIE, 1979) point out to three major ! gi
% meaknasseé. firsty since tha rejister i's voluntary there zre a number of ) gié

e . d‘saolsd paonla who are worklng but not registered and the ehp‘oyer is not :

’ ' an:;tleo to include’thsem in his 3% guota; second, the criteria for defxnlno

CEEH

tsuitanility' of the disabled applicant are not clear; third, there is no

i avidancg tnat the quota scieme nscessarily improves emplovment prospects for

-

disablei peopie. In fact, tha survey cconductad ay thye Offica’ef Popuiation

Cansusas and Surveys shows ®hat the numbzr of employers failing to fulfil

—

: - the quota has increaged from 38.2 in 1966 to £3.2s in 1978 (JORDAR, 1979).. B
A discussion document published by the Manpower Sefices Commission :
(IIANFGUER SERVICES COMMISSIOi, 1979) presents evidenca from its oun -survey
of employers showing that applying for perq}ts to omplcy abla-bodied workers ,%

has becoma a routine matter for many below-quota firms.

3 . «

.

)
There' is gnneral agreanenn that the quota system needs to be modified but

. !w ors

f/ that Lb shou‘d boe retained. The Natlcnal Fund for Ressearch LntoJCerpllno

f : ) ‘ Dis gs.cublished a report of the working party under Lord Snomden f}ﬁ
E (THE rbju, 1873) uwnich examines 2 number of issues invalved in Lnteoratzng the =J %
: N disablcd. The report _makeg the folloying recommendations for improving ?}}
i , the affuctiveness of the quoth system: ° . Lj 3
o : ~ : SN
¢ . - local authorities and goverdmaﬁ! departments should set an example for "wa
o integrated smployment : ‘

(ERIC 0 - o 128
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. theNQMploygp's'viqu«reggrding the suitability of a giséblcu person for
a particular job should nct be regarded as conclusive; Disablemant
Rasétt&cment Officers should be empowercd to refer disputed casas to .

‘thé’district advisory committees . .

o

* - differential weighting far quota purposes in relation to the saverity

of the handicap shduld be established. " . . .

. -JCROAN (157%) simi}afly advogatas an-imprQUed gquota sysiem which should
épply,ﬁnivérsally. He rescommends a penalty payment of a_ levy by firms failing
to ccmply with their statutery duty and suggésis that the revenue thus

_ obtaihed should be used to improve the employnant opportunities for the
disabled. « - . , )

.
' v
.

REHABILITATION AHD TRAINING

4
.

Toe Empldyment Service Agency is the main organisation responsible for

. ano‘ovnant rchabiiitation through, ige nationzl natwork of 26 Employment

Rchab itztion Contreg., It should be noted that these centres do hot offer
trzining Tor skillsd' joIs; ﬁey are centres for assessren® -nd &ahabliluatlon.
The lenath of courses variss, depending on ths indivigdual requiregments, fgem
a2 fa2u weeks to six months. Emplo;mant Rehabilitation Centres organise their

workshops in such a way gs'to simulats an industrial or commercial snvizonment

L)

and reiabilitess are ‘'expected to ksep the usual businsss hours. .The aim of

4
\theqe couvsas is to enable a person to attend a training course slseuhere or

tu naole hln to find a suitable employment. -
flehabilitation facilitises are also provided by some local authorities, .

hospitals and by private employers. GREAVES AND RASSIE (1578) describe . a

scnamé introduced by Vayxhall Hoéors, Luton, which shouws the popential for\
an impcrtany-rolo to'bs played by employers in rehabilitation of éheir

" empioyees. The Vauxhall Rghabilitatfpn Centre was opencd in 1946 witih the
ainm to help Vauxihall emp;dyees uho hqvg suffared injuries resume uwork as
soon as possible. Over 75A of the ampléyees who benefit from the gcheme are
injured at places oun;;de work. A worker att ending the rehabilitation centre
is paid uhe nornal factory rate and the type of uork he does is determingd
according to his lnjury and his ability. Gnce the worker xs Juiged capabla

of returning to the factory h& ul‘l either resume work in his pravicus

' capacity or, if his injury nakes it ipossible, he Ulll be given another job. .

Some workars, dus to saverity of their injury, are nou able to resume work

‘l

s b

.«
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in uha .u;ﬂ {actory and in uUC“ casas’ Lhay £e 3enc to Vauxnall snelcorec

. workshoo uhare thoy gan continun to 2arn 'ncone in spite if their low rate

Cad

'bacoqps di

v k3 s T > k3
re-training schemaes. so that clerical,

-

of product‘u ty. GREAVES AND. ASSIE =quest that large comranles should bs

actiua;y encouraged to examine such rehsbilitation centres as the Vauxhall one

and, whenever. pnssxple, follow Vauxhall's example. This subject is a.so

ralsad by SOROAN (1979) uwho recommends ‘mprou1ng ln-Flrn training facilitias

For thu d~sabled.

*

»

~
' D -
-

The effectivsnesg‘of rehabilitation and re~training cantres has baen examined
The Snowdan repotrt (THE FUND, 1976) points aut that

much nore needs to be ‘dane to agsura that tha dlsablad parson finds a jab

by a nunber of authors..

vat tha end of the rehabilitation and traln;”q par*od. “This mighf involve

bgttear cans%gs ou1danca and improved facilities’ for part-ulﬂa study. - -

- “t

Furthermore, the Snowden report rscommends, that in cases where a parsgp
saoled aftsh having begn with the samé enplayer for a reasonaols -
tima,.

pericd of the. employer should be obliged to retain him in the same jab~

or oneswhichy; after suitable re-training and rensbilitation, is compacable to it
. ¢

~ ~

*
Sgveral studiaé mentiaon the need to widen the scape ©f rehabilitation and -
'commercial and profsssional accupations
AND {IASSIE, 1975; JORDAN, 15793 KETTLE, 137S;

Since the Employment Rehabilitation Centres are

are not naeglacted (GREAVES
TEiviAnT, 1577; FGRD, 1977).
divizaea, inda .ao main sactions, indusctrial and clerical, ths assessment aims

at manual-or 7pwag\gnpda clerical jous. GREAVES AND hAS:;E suggest that
special rehabilitation cantreé are aestaolisned to assass the paotential and
the rg-training needsg aof theap:aﬁass;onal disabled workara and other disabled

peaople who'!have a high 1d. EQ?D desc~§paa how a rehabilitation servics for -

-

" the profassionally unepplayed or disabled could be abscrbed into the existing

A substantifl number of the profassional client's naeds are ’
4 -

non-vacational and thaey hight be almaost enﬁirely persanal, Lnvalving $elf-

frameuocke.

@

davelepnent or sslf-knowledge obijectives. FORD introduces a notion that

3

.He propases a pragramme

réhab"%tation should be recognisad as hauiﬁg to do ﬂith pergonal develapnant
katnerE;han oetacned assassned% or passive expasure.

of taiks or ’actuves Followed by instructad sel[-helo ‘groups ‘and a {pll

hattery of uSStJ follouwed by axplanation of results, and their implications.

- !
The specxal_rlfflcu;bles ancouncerﬂd by professianals who bacome disabled

life have beerd exanlned by RETTLE (1675) and TENNANT (1976).

;n ady
A survey carried aut Ly RETTLE lnd'catas two meortant proolam areas:

first,
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supluyuess nead o beguue nore snvolved ie S fegabil'tazion oé thishc eployues
Z: who bacenc disabled; second, thefe is an urgant need for adequate refabilizatinr *
within the existing system to cope with special problems of the disabled
{~ _professionals (KETTLE, 1975). :

' ¢ ’ A o " . '
: . The repart by Sir nark Tennant gTEdNANT, 1970) indicates that it is easier .
: [; for the disabled professional to find a Job commensurate with his potentialities .
' if He continues employment with the same employer. This could be explained'

in terns of oersonal and social obligation on the part of the employer and

At P
i‘. wl
,
-
—

the sense of investment ln skill and ‘experience uhlch should not be wasted.

f‘[z . The report suggests that a liaison with the previous employer during the ‘
rehabilitation period might be wortny of a detailed study as it might -play

u significant role in the future employment prospects of the disabled

p:gfessienala At present, the disabied professional seeking employment with

' a nsw smployer uses the combined services of Professional and Executive

,,.,
.’.'
.

>,

fegisier and Disablemsnt Resettlement Service. There is a serious weakness .

_in this arrangments first, the Professional and Exscutive Reglster has no

specialised knowledge of disablement; second, the Disablement Resettlenent

3e~vig2 has only a limited knowledge of professional and executive life and

of various ihplicatione of disablement for this type of employment. The

e-‘ —
-

report -cconmends the development of a oetter service witinin these two
orc:n*eatlcns to deal mith the employment problems of disabled profeesionals.

fusthermore, it suggests that coaching ip interview technigues and in writing

joo appiicaticns would be desirable since many disablad professionals find .

~t difficulc to talk or to write about the1r<d13ab11ity.

=

The preparation of rehabiliteses for job interviews and applying for jobs is
also discussed by GREAVES AND MASSIE (1979) who believe that this type of *

tralning is nmost useful and ‘should becone a common practice. The disabled

i

‘

parson at,-ndlngoan intervisw is at a double dlsadaventage - not only is he

. likely to feel anxious like any other aoplxcant in a similar situation, but

- he is also frequantly faced with an employer who knous very little about hxs

St e o

N 4igabilizy and consequently feels ill at ease. Video tapes provide an

axcellent aid in helping peoole to handie such SLtuatlons and one Employment

-

-
*

.Aehabill:::-on Cenere is alrz2ady plann«ng to 'ntroduqe tials technique.

.
a
¥ .

* »

WPRK
.

s Another inmovation which could be useful in the rehabilijation procsss is
an experinental job introduction scheme started in July 1977, This scheme

is discussad by GREAVES AND FASSIZ (1975) and ir a document entitlad

poe - \,. ,4
‘,'?'\S

.
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taoondng faruard \uxi\Jxth--J <TUGY "URLIT, 157¢). Jdhe ch_sf aim of the

scheme is tgq cnéourage enployera to give certain dxsabled people a trLal

period of cmployment. This is a delective scheme For those who might benefit

most and for uhom there is a prima facie prospect of a ‘db beconing peri®nent.
\

" The lenata of the trial period is variable - B, ueq<s Ln the majorily of cases -

and tae em:xover teccxvgs a payment from the Employment Service Agency of ’33

»
-

per ueak as a contrluution towards the wages. . ) =
q - ;.’— ’ v o N .

i ’ i "“ ) ) s ‘E"

Anothe* ‘schem #, mentioned by GR;AVES AND MASSIE (1979), is a JOb rehearsal =§§{

;cnena for" people attending Employment Rehabllltat*on Centres, The participants r5

in the scheme may work for an employer uho dqes not pay them any wages. Ej:
. Instead;éyhe trainee receives a training ailowanca from the Employmeﬁt Service N
Agency. It is hopéa\bhat such gchemes‘dasiqged to intrnthé'tha employer E; :

and khe disabled to each other might lead to 2 permznent employment.

. . . . . . ia
*TYSE QF ZRSLOYHENT ) . o ’
A survey cacricd out on behalf of the Department of¥ Healtn and Social Security ' .
‘S\ in csnjun Zon with other oovernment deparumen»s (SUCKLE, 1371) *found tiat
the distritution of occupatxonal.scatus among ;npaired warkers was not very s

different foom the general.po"ulan on althouch a higher proportisn of disabled

workars Jaro sen;~unsk‘l‘ed‘uorners. it shuuld be noted that most worikers )‘ ’f\’
1 in 2hec sampie surveyed became diszoled aruer leaving school or aftar qualifving X 1

and after théy hao ssttled in a job. 42, of the resaonn=nts stas at’ ) E] :

sxsacilﬁty forced than to take jobs ‘where their qualificatipds or skills '

¢

A more srcant susvIv (JG?DAN, 1578) shows that 50,. of: the dibabled have no
qua:.iF*c.atione or skills compared with 47, of the general populatxon. This

ajoears to raflect .aducational defﬁc;gncy wnich, in turn, affects job .
. ".nosility, promotion proépects’and:employment aspi?atiensfy . - fﬁf
,. . . . . . £
The natuce of "employment of the disablad has also bzen investi@ated by a . cyi
‘ sutvay carsiad out by Rotary Clubs (ROTARY THTERN ATIONAL {_una AT unIT..\IIﬁ;J ,__
Ard -..LLm-D, 15555, 1t shous that, despite notable a&ceptmns, the disablad ’ L
) ane aainly emsloyed 'in repstitive, unskillec jobs. Unfortunataly hne SuTV Y. . . %jj

woes not provide information as to'whether the respondents were employed in

-

the sama firm prior to thair diséblemant and in'what capacity. This type of g ?
** informaticn would ba most useful as il might throw sofe light on the problen :

of ruy~training. ' S . 132‘ -




. S . U '@%"’\
Une ’parsicutar study of a fira manufacturing olectrical equipment (HALN, 1577)
suggests that the type of smploymaent odbn to the disabled can be varied
proyldcd tive enployer judgss the amployars\étrictly on merit. This ficm
employs the disabled in a wide range of jobs including a computar programmer,

droughtsnan, senior meté;lurgist, production foreman, assemblsr, stc.

.

In'1975 two rescarchers conductp& a survey of 50 paraplegics living in

. Glasgou.(JéHMSDN AND JOHNSON, 1973). Before disablement the majority of the
paraa}egic; werse in paid employment. [Most of the uorkfng group uers manual
uorlers bug the affgct of'disablement'on their patternro} employmant has
besen consiterable - leaving only 7 paraplegics uorkiné. The survey found
that, among the most frequently quoted reasons for unemplayment were

-t

restrictions on movement' extra requirements for careful body management

A study of the employment problems of tetraplegics (GoLotG, NICHOLSON AND
ROGERS, 197:‘ suggasus pctent*al sources of suitable work for tetraplegics

lack of transportj lack of financial incentive.

. which need not be llnlted to uns$llled jobs. One such source is tha
compuiar industry, particularly in data process;ng and programming. This
is an expanding industry where extra rr*ngo benefits are often required to :
ateoace e nignly mobile staff. Consacuently, the managers approached ln . !

this study were,keen to discuss the opportunitiss for tatraplegics who vere

more iikely o remain in a local smployment due to their restricted mooility.
Gther sctancial sources aof employment for tetrapleglcs suggested in this
study include ths follourﬁg.

¢ -
.

‘= local govarnment: at prese;% poor at racryiting the severely disabled -+ |
although & uwide variety of suitable jobs is available ’
- oducgfion: tetraplegic taeachers are already employed at all lsvels of
the systom. .Housver, teacher training pres®nts certain difficulties
duz to the training collagses béing physically unsuitable for whesi-
chairs. Cooperation in providiﬁg thg necessary adaptations is
urgently noedsd A .
- th3 profa;s;ons: training for lau and accountancy is partlcularly gasy
out.-raxning For tha meulcal srofessions presents serious p-oblems lf
' ﬂalnl" duse to the inaccessible and aukward buildings !
- Civil Sjervice: this is more cooperative and adaptable in ewploying the

disabled than local government or the professions

A )
goneral Jobs: telephono sales, radio control operations, officc.uork.
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The jroat majority of Jdigablud people are wwrking in apan wvployment, 1,2,

' ordinacy industrial and commercial. firms, nationalised industries, civil
- . v

vass I i}

service or similar organi ations where they are employed in a varisty of
- roles. For those who are unable to face the rigours of open empioyment the
1944 Act providus and altsrnative of sheltered employnent which is a form of"

=

==L &3

supporied enployment. The aupporu can be organised xn different ways.

[ost shaltared workshops qualify for a grant from Empluyment aervxce Agency

to compensate for lower productivity. Uo:k$ne?s can also be owned by
voluntary organisatxons, local authorities 'or government sponsorcd compapié;.
] o

-

o

A\séudy published by Personal Social Servicas Council (BRIDGE, 1977) quaotes

.
~

ssveral case studies in sheltered.amployment but only one of those is” .

wabg ey & Lhegn

»

relevant to the present‘review, the others dealing exclusively with mentally

handicapped people.. The relevant case study concerns a group called 'Kelvedon

fragrammers, formed at the Gakwood Further Education Centre of the Spastics

Socisty. Kelvedon Programmers startad by subcantracting programming work

fram the computsr department af the Ford flotor Company and theii expanded

I,

taking on work from & number. of other customers. When this venture first
.gtartad, four Oakweod residents successfully completed a programming caurse

and eight years later, in 1975, they were still vorking in computing,

t»:.:‘ ',l
. . .

Cne had lef: Kelvedon anv was working as a freslance programmer; -two were Tew

on camautsr science qourses, one at a university, the other at a polytecpnic} ..

‘ tae faurth started emoloymént with a major electronics company. The Klepsan
qroun, althaugh small, has had its measure of success and it prov1d=s an

example of a cooperation betueen disabled and able-~bhodied people wor:xng

3 =3

togather on equal terms. .

-

- . . L2

GREAYES AND WASSIE (1979) . give a conprsheﬁsive account of shaltered

—

amployment facilities including those prov‘oad by Remploy Ltd. which employé

* toae majority of disablea people who work in sheltsred workshops. One case' ?j
‘ guoted by the two autbors is of particular interest to the presant revisuw. -
This s the Papuworth Uilxaga Settlament lopated in.Cgmbri&geshire proxiding _ {Eé
) Aerp-uyrent for over 200 disabled people. Tha sattlament offers, a variety of . =
, vork {acilikies: light electrical work assenbl‘ng parts for computers and ' {1 é
' glactzical cquxpmenu: produc tion of high class lgather travel -gocdsj coach o

tuilding. Papuworth is an intaresting example‘of a sﬁeltered workshop shouwing rﬁ‘i
]
3

that saversly disatled peoplg can ba amployed in a.uarlety of jobs producing

high quality goods which can be sold at an economic orice. Andther sucn - i
oxample is that of the flaadway Yorks sheltcred workshops in Sirmingham i

ouned by the Spastic Socisty (GREAVES AND MASSIE 1979). The disabled ‘?‘ ;

. -wotkers amployed there assemble and manufacture high quality electrital -or ; fi
! . e o

) .
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nanuall" proneilac uwheelchairs and work on other englneaﬂlng arojects. It
: is imgortant, as GREAVES AND #ASSIE point out,. that the type of uork

i

offerod in sheltered workshops should be constantly examined in order to

e ensure that it is suitable for disabled workers.

YORK BERFGRHANCE

A roccntly,published revisw of r3°aarch into the performance of disabled
people at work (kETTLE, 1979) showus that thers is Factual'ev;dence to prove
that .he work performance of disabled workers is by no means inferior to that
of other workers. Houwsever, vxruually all the publlcatlons cited in the
rav;au are- Anarlcan and, consequently, beyond the scope ot the presant .

- et

discussion which is concernad with the British experience.

.1

Tive faw Zriitisn publications avilaole smphasise thé uraent need for resaarch
L, in this field. GREAVES AND NASSIE.(197?) studied the possibilitiaes for

employment for disablaed paople and their findings show that all the firms *

nnds

they visited wsre satisfied with their disabled employess. In one case it

was reported that disabled employees were more punctual and had lower

adsentaeism rata. Another firm found no difference in work parformancc

‘setwean their dissoled and other fworkers. ilone of the firhs had been.

[

isapscintad with their disabled staff. it should be noted, houever, that
" .

a3 tn2 tuo autaors themselves point out, thay only had access to firms which

save sympathetic ts their enquiry and that tiiey were unable to interview

c

I

3 3 /=3

emplavers reluctant to employ dissbled peopla.

Thesa Fir
HICHOLSON A

gc are cenfirmed in a study of 299 tetraplegics (coLDING,
'O ROGERS, 1975). It shows that on the uhale ths disabled

I' ,'
.
-

. "} ensloyeas keeg the same working hours as other employeas and absence for

= hoseital irazatment dees not prescnt any mdjor prcblsﬁggand is readily

%! e talosated by gmoloyers. Similarty, occasional lateness, mainly coused by
, 43“ nrolongad morning toilet routine, is comcagable with the lateness of able-

— ‘mgdiad worker coused by transpost diffgcultias. In all cassz tha amp%oyer:

._g Sy tae toiraplagic omployeas coapeient at their job. '

¢ ) .- .

: f} ’ Tao <2ove stucy of totraplagics alsc found that part<time work was at first
= v, unlzana Jy sone employers as giuing thea = chance ic leasn gradually about
. *} B shpoip disaglod workers. Flost part-time work later davalgpad into full-time
1'<3 ' ennloynont. ' Flaxi~time, usad by an increasing number of conpanies, especially




ia London, was found to halp tetrapleaics. . {: ;

It agpaars that disabled workers frequently find it difficult to work normal

working hours. According ta the findings of the Office of Population . ”{g'f
Cansusas and Surveys (JORDAL, 1572) 44, of the disabled balisva that their ‘
hours of work are limited by their dizability. In some cases it means that )
they are unable to wortk over-time and thus cannot increase their level of -

earnings. Another study (BUCKLE, 1971) found that dlsabled workers were

more likaly to work shortaer hours (55 of disablad men comparad uwith 15 of
. men in general population}. One in five disablad warkers said that thay = .

could not work too hard or that they got tired aasxly. . ;ﬁf

“In a fairly rscent study carried out by the 3ritish Epiigagy Association
(MACI#:TYRE, 1576) information was collected from works doctors about workers
suffering from epilepsy. According to the doctors the majority of epilaptic

workers managed to cope with their jobs with little or no difficulty.
Furthacmore their accident frequency rate was J.006. t is interesting to :][
.conparu this Tigure uith figures from the 'British Chemical Industry quoted '

by KETTLE (1979). The average annual accident fraequancy rate of 25 companias o

emploving over 1000 people'uas 1.52 which is much highar than the rats for

|

epileptics mentioned dbova. This type of svidence helps to disprove the

=

notion sntactained by many employers that epileptics have high accident

sates and, conssquently, poor abszanca recorc.

© EMPLOYERS! ATTITUDES

R

e O

%ha employer's judgement regarding the possibility of employing a disabled

apglicant may be mors or less well informed and there is certainly scope for

-y

[

rying to dispel preJudlces and incorrect baliefs. iHouaver, this demands

unearstanding of why neople fail to get jobs wiich, in turn, raequires a

comprahsnsive study of smployors' attitudes. Unfortunataly, very littls

auoilishsd nacs:xn’ in thiis field is avallaDYa in S3ritain.

e

‘

p N . : . ij
an imnorzanc concrluution to tiis neglactad area of Lasearch is provided by E‘f
ona study of eholoyers' attitudas to tia anplcynena af tha disabled g f
(L, 197:) in uhich 31 amployars were intcruxaued ang askad aoout their ;]-
poliq9 touééds the employemnt of tha disablad. The most frequent response oy
was that éuch case was considerad an its merics. Other responses includea ' L:’

referances to tha law(the quaota system) as the main guidg};nes; social

138
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reasons; any Ffinally thaerd wecn T §irms which refused to employ thad dis asla
at all uue to an ynfortunate previous experisnce. The respondents uwere also
asked ;p axpressy thglr opinions about their disabled workers. Poor work
perrormancc was the reason given by 10 employers for their choice of the least
sasisfactory disabled employee. -In 3 firms even the most successful disabled
(person was rated as worse than average at his job and in the majority. of cases
only the most successful.disabled employees were considered better than the
average auvle-bodied employee. Although the judgements axprassed'by the
emplovers were by definition subjective and there was no independent
assessmant of their disabled employees! work performance, this evidencs
suggests that how well a job is actually done is of primary importance in

the succe8sful industrial rahabiiitation of disabled peopla. T

. *

The study of tatraplagicé mentioned in the previous section of this revisu
(GOLOING, JICHOLSON AND ROGERS, 1576) shows that all employers surveyed found
tatraplanics axcellent employees. In contrast, charitable organisations
repocc2d that largu numbers of disabieo people with mixec abilities working
together were less usccessful as employees. Among employers' complaints
about teiranlegics the most fracuently cited were over-sagerness on firs:
appointment counled with clumsy treatmént of other staff and embarassina
diliasnce. Etnmoloyers found that adjustments to large meetings and work
scaedulas necossitated by the disabled employees could be ver; difficels

tsut still worth it'. .

The Rotary.Clut survey (ROTARY INTEZRIATIONAL OF GREAT BRITAIN AND IRELALD, 1570
found evideonce of gooo will towards disabled workers shown by employers,
supervisors and fellow-workers. Only in a very limited number of cases was
tnere any 2vidancs ofia certain degres of resentment or lack of sympathy.
3ome disaolad vorkers were said to have ‘a chip on the shoulder! which fave

mo saif-add difficulties.

It appears tinac large firms (amploving 5300 people or more) and smali fio-ns
(encizying about 1530 peosls) are mera 1''%aly Lo’emplioy disadbled people :nd
wita mera satisfactery results., The study of discbleo nrofessionals ans

executivas (7€ s WIAT, 15373) founa that large organisations faced Fewar

rPEs eyl
J3Tficuitlizs

(8l

n amploying Jisabled nzople sinc: their size and compositisn
provisea Sosator floxiszilicy ane ros: far manoeuvra. Thls finding is
ganfismea sy SIEAVES AHD fASSIZ (1973) uno ouots an 2xampl2 of ona larce

satail or-fanisacion as having a defined policy af empleying epilactics.

.

137

B R e N R . R e Fav h om0 Lo BRI B
X




A e SR TETIN TR Ce R T e e e S

;. . 136 “
; HROLNY il 2 L8 chat of o Large creenisacion unicn hasg aaoe les puw
?‘ offices complately accessible to wheelchairs and provided other facilities iR
;' R for disabled workers. Larqe firms are more likely to employ skilled personnel B
; 3 staff cacable of dealing with the special problzms of disabled employees and b
E in small firas the ownar is in close contact with his employees and he can .%
E* take a direct irterest in his disableu ubrkers. None of these advantagas -%
j ' exists in nmedium size firms which are too small to smploy expert personnel ;;
/ ana Zgo large to offer the benefits of a 'family atmosphers' to disabled _;
2 enployees.: . 3
\ WGAK=ILACE CUHOITIOHS T N
Capital grants ars provided under the 1944 Act for adapting premises or o
equipment to the‘neeos of disabled employees. However, according to GREAVES ;] %
: - AND FMASSIE (1979) who investigated this issué, the employers' response to - ‘
: this schene has teen very disappointing. Thus by January 1979 grants were . E;
f distsingtad 63: 14 adaptations at a total cost of only £7224. It appsars :
:~ ;hat access is a serious and growing oroolem in relation ca employment or [:,;
tha disablad and tha ogorolem is made warss by the ovar-caucious aﬁtxuude of '
emplaoyars uith ragard to absolute work safety. As a resuit, uheelchair- . g0
tounz faople are prsvented from getting jobs, their choice of work is limiteo - :
‘ and, in some casas, thasir career davelopment is ssverely restricted. (‘ E
. nccerding to GREAVES AND MASSIE the advsrse effects on employmant prospects -
of tn2 disadlad causaed by thae lack of access and by the unrsalistic -
implemencation of fire precautions wiil become increasingly acuts. ) L_
r—
The siudy aof tet aplsg;ca (GOLDING, WICHGLSOM ANO ROGERS, 1576) which ; {
exanines werking conditions in more detail shows them ta be so variabla hat = f
any genera.isations becams very difficult. Among the examples of adaptations - ;
quotad in the study are: help available to 1lift whaeelchairs in ald buildings —
wiihout proper zccoss; meetings of executives arranged in the tetraplegic -1
giployse's office; a lavoratory re-desingneo by a tetraplegic design engineer ol i
in or=er =0 z=ring 3ll the equipment to the’ right neight and to provioe r__é
3uilzole levers; uork bencihes taised on blocks., Cn the whole few sdaptations ? ;
~ 42T3e o233ri2d nacassary to accommodace tesraplegics ana these were acnieved T
; shnsugn cinple adjustmsnts (2.9. changss in the hsight of tha squipmanc or 7 ;
; wsiuenag Jdoors,. .ona of tha 2mzloyars cesplainac of teing inconveniencad. = f
i tn cnapisasla or similarly subsidised z2ncatprisas great sroubla was taken to = - :
: . adapt wack 2ng uark-place to the needs of the soverely disablaeg. This - é
: Q -
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fneiutes Anpin aspevision for ac;uumodntiod of wiheeicnaics ano gangrous

working hicurs concessions. One serious drawback was that-the disabled

?”_{Q : emolcyod in these enterprises werc involved in a simple, routine work affording
ﬁ“ no job satisfaction. . ’

T \ : o
ij . Gre interasting account of adaptation of the work-place to the nseds aof -

: pnysically disabled proole ls based &n personal experience of the two authers

-

L; of 'Gst Yoursal‘ Going! (HCRA AND THRIFT, 1S575). The aim o i3 book is to
. shoy tiie emolovers and the disabled enoloyees hou to use modern uffics

% ; squipment for the needs of the dlsabled. 1t explains in great detail how

R O

commercially available office equipment can fulfil. th= ergonoric needs'of the

physically handicapped worker a» a mlnlmum cost. F[odular systems of offics

| g |

furnishing, not specifically des;gned for a disabled usar, are suitable for
«  his needs mainly because of thair flexibility. A working area can be c~eaued

the ndxu*dual requirements of the occupant simply by using such

Lo
e
o
0
c
‘-0-
[

fzatures as nultipla tier reuolv*ng fl*es, multinle shallow drawers,

rol, etc.
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Gra uthzr study which investigated‘the work-place conditicns is the Rotary
Clut survey (RGTARY IfITERMATIONAL I3 GREAT 3RITAIN AND IRELAND, 12707,

' getailad finﬁings ara raportsn sut tha nzneral conclusion of the survey

is that the.working conditions are far from sakisfactory anao that the main

; abstacic is transport from and within the worik~-plate.

35LARIES AHD #ROMOTICH PROSPECTS '

w

Accoraing to GREAVES, AD FASSIC (1379) there is no svidence that disabled

yorizars in open industry are not paid the normal ratz for the job. However

ono should bear in mind the difference between tne uage rates and the actual

zarnings in the manufacturing industry, the latter being of more imoortance

T

~o wne average worker since it includes extra pay for overtime. Severely

T

-

.isoulad wotkers wig tire more easily arz pend lised in this respect sxnca

shev are unaple To work much overtine. This important fact is also strassad

o

sy cTaar sushors. The Gffice of Peoulacion cenuses and Surveys' finoings

r} sno that 4. of the impaired founa tmair hours of work limited by their
L .

JSiszooility and this inaoility Lo work over-ima affacted their lzvel of
5 arninas (JUa0AN, 1 15379). This is again confirmed by anocher study
\JUCKL;, 1571) whicn sihous that gifficulty in doing sinift work is quoted dy

tho disabled as the main ©6ason for loss in earnings and the' lack of any rsal

e ‘ :
| 13y
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Aruitoxt provided by Eic:

X

ov unealchaxr bound peopla who belizved that they failed to get promot;on on [: )
tha greunds of their disability. However, as the two authors point out, E
mauny disablad pebple are barred from pgomotion because of the type of work T ;
in uhicih thay find themselvas. Ffor exampla, the Association of Disabl=d . f
~rofessionals has reasons to belisve thzt many of their membsrs expariencs F~é
loss of status and income following their disability but this issue requirss ;~‘;
nore reseanch.(/’ - ‘ ' - P
. X . -

- ' ' 1)
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thanes of'ncomuhi%n. - -
.

Tha incentive to work is of aqual imdortancs to the disabled ang non-disabled

e
!\, u‘l
P I

o F
workers. doth groups want a reasonible wage, conmensurate with their skills,

.
F"fh’“
ne  ele et oy

equal chancas of promotxon and a reasonable choice of jobs in higher paid
amployannt. uREAUE: ANO MASSIEZ (1975) draw our att entxon to the importance -

of the motivatian of disabled workers. These uorkers expariencz mors effort

and anxiety in gatting to and from work and in irying to match the work

parfermanca of their able~bodied colleagues. It is therefore most important

[ |

that the fimancial rewards should compare Favourably uxth the concessions
available only to disabled people who do not work. There is a general
consansus among ressarchars tinat disabled workers appear to be largely
enployed in low paid jobs and that they do not get promoted. This creatas

an urgent need for some research to clarify the situation and find the
] -

N

mf::"r]:» «E3 —3

r=2asons for it.

.

-

Tha abeove discussion refers to wages in opan induétry out as GREAVES AND

L]
fIAS51E (1975) point out tha wages in sneltered workshops are a.ways lou

£

ccmoarea with national aversgas and in some workshops thay are‘exceedingly

low. This creates a paradcxical situaticn wnarsoy. disabled peopls worhing
peop Q

(.

in ehzltered %orkshops are being deprivéd of henefits availabls to otter,

non=wsrking disablad peogle simply because thaey are working. Thus inscead of

I"”ﬂ':

Jeing justly rewarded fer tae work th2y do, they are being penalisad.

1

The issus of promotion is seldonm discussed in the litsrature concerned w!th the .

amoloynant o? the disabled. GREAUE: AND MASTIE (1979) interviewed a number

o
-

’ »
Zrnleynent Jdisadavantune of nd disanlad stams from a nuneer of ecaonomic

proslens and from a wnole range of personal and social disadvantages which

-~y
e
o e

L

form tha oasis for preuicting the eggnomic problems. This issue is discussgo
' ]
7
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thoreuyitdy 20 4 document publisiued by Personal Social Jervices Council

{ARIDIE, 1977) uhich presents a iist of factors relevant to the employment of

Q

the dishbled. According to Bridge the main factors are as follous:

I
i

3

- experience, skills and learning: these are obviously important pre-

requibitps for entering into any employment. Since the disabled might
pe at, a disadvantage in this respect it is the responsibility of

the empioyment seryiées to snsure thatudisablea peonle are adeduately
prepared for open employment. This may be accomplished through training
in particular skills; i;broducfion or re-introduction into the work
'axpariencg; ensuring that cont&nuiky of capacities and oégortunitias is

preserved @n cases of temporary inability to work;

A) .

-~ social integration: employers may be apprehensive about the ability

of the disabled person te relate?%o other workers} Furthermore, it is
diffi&ult to predict the reactipn of a groua{to a particular ‘parson

If there
are anv real, specific obstacles to employability, the disabled should

and tha affzct it might have on a group performance at work.

be previded with medical, social and other assistance to overcoms these

¢ifficulties;

- manajaaoility: emploxers may be apprenensive about the lack of sanciions

in the svent'of some employees proving difficult to manags. ~ There is
evigance that sometimes employers reject weli-qualified disabled
applicants simply because they are afraid that it might prove difficult

to dismiss them in the evant of unsatistactory work performance;

- motivation: it is not enough to be sufficiently motivatad to seek |

cmploymen%; a certain degree of continuing motivation is required to

cetain the job. This might place greater demands on the disablad than
on the avla~-bodied worikers for a number of reasons mentioned in the
earlier narts oy the present rsview;

attandance: advarse expcctations with regard to recurring absences from
wotl arc ‘fraquantly applied to the disabled avan if there is eviq;nce
tc th2 contrary. Introduction of flexi-time has proveu benericial t»

jisaoled workers in this respect;

-
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< Lusnover: therae are obvious diaadvantuz es in employing people who are
thought unlikely to continue in employment for long.

Sy

Tnis consideration
Aight olace the disabled in an advantaggous pasition sfnce, as mentioned

==

earlior in the present rovial, there ls ev;dence that they are less
likely to change jobs dus to ‘their low mobility; ° >

- saysical capicitiss: some jobs might require specific physical capacities
and job re=definition, adagtation or cdditidnal aquipment might be

néédsd\if they are to be done by peoplae.lacking some of these capacities..

.

Spacific

aasures must be taksn in aorder to reduce the emplaynant dlsadavantage

facad by the disabled. The:ganeral consensus appears to bs in favaour of a

s

combination of compulsory msasurass such as quatas and equal rignhts Teglslatlon
and mathods ainlng at voluntary changes involving educating the employers with
ragard t3 the employability of the disabled, demonstration prajects and
provisicn of quarantces. to the amcloyers. The Snowden report on integrating
tha disabied (UATIGHAL FUJD FOR RESEARCH INTG CRIFPLING OISEASES, 1975)

| IR

(2]

uzgesis a numbspy of financial incsntives to the employers. Thase include

capi:al grants to modify premises and equipment; relief of Jatibnal Insurance

I Y

contrisutions in respect of disabled emplovess; investmerit allowanczs in

rasuact of architgctural and othar improvements; waivar of platement faes

—

said Ly tha amoloysr with rsgard to & disablad person plaq%d through'~the

servizes of the Professional and Ixecutive Reqistar; grants for training

1

s s s ot - . Nt
she disabled Tor specific jobs and training others to help them and to carry

S sy Y
out jaob analysis research.
p .

———

-

i

Tire Snoudan raport also rgcommsnds the introduction of a disablement employment .
tax waish should be levied on all employers and paid into a 3isablement . ™
Cmplaoynmant fund to waich the government would also caontribute. Thaesa funds

uouliz 22 usns ta compensate employars for casts incurred in employing the -

(12

/ (3 (3 . N :
disapliaz. 3Such 3 scnond would havs the aivantaQd? ovar diract subsidiss in . \2

cr
=
[
r
«
pes
(4]
[V}

mnlayer would bs abls to claim from the funmd the tatal cost
inmcusras . The Oisablement £mployment Tax uould have to be set nigh snough
Ltz posvice 2 zanuline incentive fer the employers to employ disablad peopla

* s : T Y : a _‘.rvt
anu 13 quets 3vstin would be ratained in a modified form Lo provide a sarcgua;n.;j.
1 N

The noed sa 2ilainats disincantives tao the disabled vorker, al-eady discussad v

Loy

B

n tne eresenc rbvidw, is also.émpnasised in the 3nowden rwport., It recoumends

replacing the presoent 'all—o:gncthing' system with a provisicn of proper

. 2
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sonparsatisn Gac 3 partial less oF eurning capacity arisisg From severe.
‘i%‘biilﬁy. It auggcsts that thn tnited Kinudom should follow the exampie
oé 21l Scandinavian and £EC countrios where partial pension are payable for
parcial incapacity thus removing the Financial disadvantage experienced at

n:csent'by disablad people taking up amployment.

4

&
The f-na' cunc‘us;on emerﬂlng from the prasent revisuw of the British literature
on he 9np1ovment of the physically disabled is that there is still littls
baszc knowledge regarding attitudes towards disabled people at work, work
parfornande and uork motivation of the disabled and equally little is knouwn
of the attitudes of disabled people themsslves. flore basic research is
saguired in these égaaé. _ -
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